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have a high school diploma. In cCertain instances, however, work

experience had certain advantages over school completion. To the
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FOREWORD

An understanding of bOH youth develop employability skills and how firms
nmake hiring decisions is needed to address the social concerus of high levels
of youth unempkoymen » high job turnover acong youth and the Specter of grow—

enters 4n age of htgh technotogy. This study analyzes the explicit and im-

pliecit behavior nf employers in their assessment of youthful job applicants

for entry-lcvel clerical retail trade. and uachine trade jobs. If ttadeoffs

stoed, youth can make more {nformed decisions about investments in time and

resources for developing employability skills.

Specifically, the study addresses questions such as (1) What ts the - a-

lative importance of the attributes (signals) thar appear in & typical job
application? (2) How valuable is one or tuwo Yyears of postsecondiry education

versus a high school diploma? (}5 Of what value, in terms of being hired, is a

vocational education ma jor versus a work experience program wersus a cooper—

ative education p-“g—'z? {4} How valuable is part-time work experience in high

school versus no work experience? (5) Do employers value eligibility for sub-

sidies such as TJTC in making hiring decisions?

This report presents the analyses of dxta collectcd by means of s survey
mailed to almost 60C employers across the nation who reviewvad and rated appli-
cations, He greatly appteciate the time and the 1nsightn that thege very busy

men and women contributed:" The research would not have been posnible without

their cooperation and assistances

We wish to express our gratitude to the National Institute of Education
for sponsorship of this study and to Ronald Bucknam, Projsct Officer, for his

guidance and support. We also wish to thank Robert M. Peterson, the Far West

Laboratory; John Barron, Professor of Economics; Purdue University;_ and Robert

Campboll. Klien Wiant ard John Bishop, the National Center for Research in

Vicaticnal Education, fbr tngightful comments and critiques of this report.

Recognition is due to ﬂevin Hollenbeck Resexrch Spectaltst, for direct-

fng the study; Bruce Smith; Graduate Research Associate, for data processing

and analysis; Cathy Jones for typing the report; and Judy Balogh for edfto-

rizl assistance.

Robert L. Taylor

Execative Director

Nat{onal Center for Research
in Vocat fonal Edmcation



1. INTRODUCTION

In June, at the end of their schysl year, three young people appiied for

a clerical posiiiéﬁ a= XYZ Corporaticr. Following is a brief summary of their

quatifications:

ég"g"iicam 1: i—iigh'zééﬁ years o'i'd. ii'ra'ciuétai fibﬁ jéffé’r;diiﬂiié

point average in high school. Horked the prevtous sommer as an

office helper in a targe uanufacturing ccmpany. Tested typing
spced of 45 words per minute. Refetrred to the corporation by the
Job Service. Eligible for a Targeted Jobs Tax Credit:

Eglicant 2: Nineteen years cld. Graduated from Central High
School last June {n a general education program with a 2.00/4.00

grade point average. Attended Franklin County Community College

in a clericat program for 1 year but did not get a degree. Worked
previousty in two jobs. In the first jab during senior year of
high school, esrked in a bouiique as 2 sales helper, but reported

qulttlng after 2 months. In the second job, held during the sua-
mér after high school graduation, was as an office helper {n a
county goverument office. Tested typing speed of 52 words per
minute. Referrod to the corporation by the community college.

Applicant 3: Eighteem years old: Graduated from St. Mary's High
School in a general edlucatfon program with a 3.20/4.00 grade point
average. Has no prior work experience. Tested typing speed of 60
words per =inute. Referred to the corporatfon by a friend/ac-
qualatance who works there.

utudy indicatcd that the three appllcants would be rated identicallz. 1f any
ong of the applicants had had a higher grade point avezage in high school of
G 50 h6ﬁé?é?, thé? Gbﬁld héVé Bééﬁ tlééfly ﬁiéféfféd 6Véi thé 6théi 2. If

she would have been clearly preferred over the other two. If either the first
or tast applficant had attended a comnnnity college, or if the second appiicant

tiad completed the poutnecondnry program, he or whe would have been clearly
preferred by employers. If the third applicant had had any prior work expeti-
ence, lie or she would have been clearly preferred.

) The _process of employablllty dovelopmhnt for 70uth defined as the acti-

or that enhance their chances of gatning employment tn the occupatton of thetr

choice, involves making decisfons about investments of time and regources.



vctéd £o academic achievement or extracurricular activities. They could

decide to eﬁroll in a voca:tonal program tn a juntor or communicy college

after graduation from high school. They could enter the labor market directly

from high schacol Tha {-nl{rarieg thoca kinds gf decin ong have fer future

i & \R2 apcs s&— a2 4

éérﬁiﬁgé are izportant; but also important 1s the implication they have for
the probabtitty of gettinrg a job. For example, the returns to 1intensive

athletic participation while a youth are no doubt extremely high for pro-
fessional athletes, but the probability of that payoff is slight.

Despite its seeming importance, relatively little research has been done
on how charac:eristics, basic or vocational s¥111 levels, and job experience

on application forms when making hiring decisions for entry-level jobs. The

approach of the stady is to observe responses in a simulated hiring setting.

Employers across the United Statez were sent a job description and asked to

rate a set of fictitious applicastion forms. The information on the applica-

tion forms was intended to represent real-world applicants for such a jok-

 The empirical au:lyses of the data collected measure the relative veight

that employers place on various attributes when making applicant assegswents

as well as the relative weight of the influence of employers' and firms' char-

acteristics on those assessments: It should be recognized that the useful-

ness of the results derived from the survey data and reported in the remainder

of this summary depends on the procedures used in the data collectton and on

the particular set of employers who responded- The survey procedurex dre

documented in the companion techrical report for this project. In the next

section of this document, bnckground data about the cmployers and their firas

are presented. The reaults of the statistical analyses of the appllcant rat~

ing process are_ given in chapter 3. An lmportant part of the study was re-

viewln; and analyzing the answvers to an open-ended question about hiring and
employing youths and about the influence of schocls on employability develop-

ment. Chapter 4 provides a systematic recounting of responses and opinious
that the employers shared. Finally, chapter 5 preésents findings from the

researclh for youth, employers; and school personnel.

oy
|
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3. CHARACTERISTICS OF THE EMPLOYERS IN THE SURVEY

 In this section, the data collected aboet e2ach employer and firm are sum-
sarized. The appendix provides a copy of the questicnnaire with frequency
distributicns for all of the items. A total of 592 employers responded to the
Employer Hiring Decisions Study survey. These respondents are described stat-
istically in this chapter.

2:1 Ewmployer and Firm Characteristics

The first set of data to be described comprises the characteristics of

the respondents and the firms that they represented. Because of the nature of
the three occupations examined in the study—clerical, retail, and wmachine
trades--th: sample was judgmentally screened by industry. Table 1 shows the

industrial composition of the firms that responded. In general; durable manu-

facturing firms reviewed machine trades applicaants; the retail trade estab-
lishients and hotels and other lodging places reviewed zpplicants for the
retall job; and the finance and insurance, business services;, and health

median size class comprising 100-199 full-time employees. Fifty-six percent
of the respondents indicated that their establishment was situated witnin a
wultiestablishment firm. The median firm size as measured by total number of
employees for these multiestablishment enterprises was 2,000 employees.

The median percentage of full- or part-time cmployees under the age of 25
was 20 percent. Stightly over 68 percent of the respondents were not union-
{zed. However fur those establishments that did report some nonsupervisory
workers covered by rollective bargaining, the median percentage of union
coverage was 70 percent.

There was a falrly wide variation 1a the characteristics of the 1ndivi-

duals who responded: Males constituted 69 percent of the sample; blacks 4.5
percent: In terms of respondents' age distribution; 15 percent were less than
30 yoars, 44 percent were 30 to 44, 23 percent were 45 to 54; snd the remain-

ing 18 percent were 55 ;fears old or over: Educational levels were quite high

with about 70 percent z¢sponding that they had had 4 or more years of college

or training beyond high school. Only 6 percent reported an education of high
school graduation or less. The employers who responded had a median of 6
years experience participating in the hiring decisions of Lheir current estab-
lishments and 2 medfan of 10 ycars of experience in reviewing employment ap~
plicatfons in &ny company.

~ In terms of their position within the firw, 286 out of 570 regpondents
(50 percent) reported being a manager or staff member of a personnel depart-

aent. Slightly over 30 percent were the estsblishment's chief executive of-

ficer (CEO} or owner. Eighty-five petcent of the respondents reported having

1i



TABLE 1
INDUSTRY DIS’PIEUT!GN OF RESPONDENTS

T Uccupa?fﬁﬁ* . .
SiC® industry . TTerTeaT RETarl Machine Iradas _ _ _ Total
o Mining , )

13 TTT and Gas Extraction 1 2 3
. Construction. ____ )

17  Specyal irade Confracfors b 4 5

. Nondurable Manufacturing )

20 Tcod and Kindred 2 1 3
23 Apparei and Other Textlle i 1 2

24  Lumber and Wood Products_ 1 - !

26 Paper and Allied Products 1 1 2 3

21 Printing and Publlishing 9 1 ] 1

28 Chemlicals 5 3 6
29 Petfroleum Products 1 1

o Dirable Manu!ac¢uclng - _

30 Rubber Products . 2 2

32 Stone; Clay, .Glass Products } 4 4

33 P[J@arx Metal Indusirlies 1 117 18

34 Fapbricated Metal Products 1 78 79

35 Machlinery, excluding Electronic 3 16 19
36 Electronic Equipment 6 1 9 16
37 Tiranspertation Equipment 4 7 1

38 | nstruments 1 5 6
39  Miscellaneous 3 3 4

40 Tallread B 2 2

33  Water Transpor tatlon ! 1

45 Alr Transportation 2 ! 3

48  Commaon fcation . 7 . 7

49  public Utilitles 6 1 7

.. Mholesale Trade - : _ s

50 TDurabTles 4 2 6 12
91 Mondurab‘é 1 S S

52 EfTT@If'jﬁgféglgls and Garden 1 1 2
53  Geneiral Merchandlse 8 ) 8
54 fgod Stores 5 1 5
55  Auto Dealers S 2 7

56  Appare! Stores 6 6
57 Furnitire 4 4

56 Eating; Orinking Establlshments S 5

56 Mises 11 n

__ Flnance, insurance, Real Estate _

60 Tanking. 34 ] 33

61  Credlt Agency, excluding Banks 2% 1 24

ti2  Securltv Prokers 3 3

6% Insurance Carrlers 38 38

64  Insurance Agents 8 1 9

69 Real Estate 5 1 6
67 Holding Cos., | ivestment Offlca 4 4

__ Services . o o
70 Tiofels and other Lodglng __ '8 - 15
13 Buslness Services 22 1 2 25

15 Auto Repalr 1 1

16 Misc. Repalr . 2 2

78  Motlon Plctures | 1

79  Amostment and Recreatlon 1 1

80 Health Services 16 1 17

81 Legal Services ___ 2 2
82 <ctducatlion Services 2 2
83 Soclal Services 3 3
B6  Membership Organlzation 6 6
42  Misce services -

90 Public Adminlstration 2 2
_ ynknoen . il 1 5 17

8 5iC Is Standard Industrial Classlfication

O
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hiring autliority either on their own or shared with others. A somewhat small=
er nunber (76 percent) reported having their own or shared authority to fire
individuals.

2.2 Firms' Hiring Processes

.. The employers were asked to report what methods were used to attract ap-
plicants when there fs an opening in an unskilled or semiskilled job. Of 569
responses, 22 employers (4 percent) indicated that they did not solicit appii-
cants because they had enough unsolicited applicants. Of the remaining 547
responses; the rank ordering of the responses was as follows (employers could
denote more than one method):

Mcthod Rank Percent of Responses

Advertise in media 1 71.5
Announce to current employees 2 69.3
Ask for referrals from schools or 3 59.8
vocational education institution ,
Ask for referrals from the state 4
~ employment service
Ask for referrals from an employment 5
__ agency
Make other efforts 6
Display Help Wanted sign 7
Ask for referrals from union 8

4,

e
W

I

N
=Y
ger]

i
O\ OV i~

NN O

~ The way flrms respond to teiephone inquiries about employment, how often
persons are allowed to complete an application; and what percentage of appli-

cants are interviewed are all imporzant aspects of a firm's hiring process.
These policies also differ for many firms according to whether or not there is

an opening. Thus, as can be seen in the appendix, questions were asked for

periods when there was an opening and for periods when there was no specific
opening in the firm. A large majority of employers encouraged telephone call-

ers to come in and fill out an application when there was an opening in the

fira. Fifty-three percent {ndicated that they encouraged callers to come in

unconditionally, while 34 percent encouraged callers to come in only 1f they

had required skills. When there was no specific vacancy, the employers were

somewhat less encouraging. Only 33 percent invited callers to apply uncon-

ditionally, 22 percent invited callers to apply if skilled; and 36 percent of

the employers generally discouraged callers when there was no opening.

. Employers exhibited similar behavior in their policies for taking appli-
cations from individuals who came to their establishments without a referral.
When there was a vacancy, 55 percent of the respondents indicated that they
gave 95-100 percent of the walk-ins applications to compléte and only 10 per-

cent reported having givem 0-5 percent of walk-ins applications. But when

there was no specific opening, 27 percent of the employers did not give out
applications to walk-ins (gave them to 0-5 percent) and only 27 percent gave

out applications to 95-100 percent.

!



The percentages of persons who complete applications; and who are inter-

viewed immediately change quite a bic when there is or is not an opening.
Followinj: are the responses to the gquestions about the percentage of persons
who fill out an application and who are {nterviewed immediately:
B B Percentage of Applicants
Percentage of Applicants Interviewed When There
Interviewed When There Is No Specific
Is zn Opening = . Percentage ____ Opening Percentage
95-100% 95-100% 6.2
76-94% 76-94% 1.5
51-75% 51-75% 3.3
26-507 26-501 s &
6-25% 6-25% 1
0-5% 0-5% 67

— e ()
e o o @

NI~ OO
D S I

N !

The respondents to this data collection effort reported a wide variation in
the number of interviews per hire. The median response to the question of "on
average, how many people are Interviewed to fill an opening”™ was five. The
rcsponses ranged from 1 to 6l

A stzable portion of the respoudents (72 percent) reported that they re-
viewed previouslty filed applications in making their decisions about whom to
interview: Among the respoundents who did consult their files; a median of 25
percent of all interviews were with individuals who had had applications on

file, and 48 percent of the respondents indicated that haif or more of such
interviews resulted in a job offer.

2.3 Experlence with Recently Hired Workers

) Other information collected in the survey pertained to the experiences
firms had with recently hired workers. Information such as age, sex, race,
educational attainment, referral source for the jcb, wage rate, and productiv-
ity score was obtained for a sample of 5 i{ndividuals hired within the tast 2
years: one had been promoted; ome who was still employed but had not been

oromoted, one had been discharged; one had been laid off, and one had resigned

voluntarily. When asked about retention/separation of workers; employers

reported that a median of 10 percent of employees agss 16 to 25 hired 2 years
ago would be discharged or induced to resign, a medtan of 18 percent would
have voluntarily resigned, a median of O percent would be latd off (39 percent
of employers reported having any workers currently laid off); and a median of
60 percent would still be employed at the firm. Of the (60 percent) workers

still at the firm, employers responded that about 30 percent would have re~

ceived a job promotions

Approximately three-quarters of the sampie responded to the questions
about the characteristics of workers who were promoted and who were still at

the firm but not promoted. Table 2 presents frequency distributfons concern-
ing the characteristics of these workers. The age of promoted workers tended

to be higher than those not promoted. This occurred because the education/

ok |
‘\




_WARACTERISTICS O YOUNG WORKERS WHO WERE RETAINED BY
FIRMS FOR 2 YEARS AND WERE PROMOTED OR NOT PROMOTEOD

Characteristics Promoted Not Promoted
A
Liss than 20 10.9% 23.9%
20-21 18.9 23.2
22+ 70.2 52:9
Sex
Mata 43,38 50.0%
Fomale 5027 50.0
Raco
Black 13.7% 12:3%
Hispanlic 14.1 13.0
whlte/other 72:2 4.7
£ dacation
Less than high school 3.4% 14:1%
H14h schoo! jgraduate 56.2 60.8
Some col lege/ tralning 29:2 18.3
College graduate 10.2 6.5
Rolevant voc. ed. In hligh school
Yos 50.6% 33,38
No 494 65.7
i jh school GPA
A 1.3% 4.2%
b 24.5 15.5
c 11:5 18.4
n 1.6 3.5
TR 55, 58,4
Relevant voc. od. In postsecondary )
vas 43.08 25.88
NA/NO 57:0 74.2
Postsecondary GPA B
A 3.9% 3:0%
3 16.0 8.3
ot 521 8.0
o .8 1.4
KA/Unknown 73.2 19.3
Yoars of ralevant work experience
(Part= tirme or TuTl-1Ime)
“one ] 15.9% 25.1%
Less than 1 year 16.6 28.0
12 years 37:4 35.3
tMore than 2 years 30.0 15:6
Did mmployee receive more fralning
than average worker in job? B
More 8.1% 11.5¢
Abont the same 86.8 BS5.5
Less Sel 2.9
Did firm receive subsidy for hira? o
Yes _2.3% 2.8%
Fo $7:7 97.2
Median hourly wage $ 6.60 $ 5.63
Median productivity score - Q0 75
O -
« 15
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moted (JbOut 40 percent of the promoted workers had some education beyond hlgh
school whereas only about a quarter of the nonpromoted 1ndtvidual; had some

poétséeondary schooling). Having taken some relevant vocational education fu
high school was also characteristic of workers who were promoted in cowmpari-
son to those not workers who were promoted. Slightly over 50 percent of those
promoted had taken a relevant vocational education class 1in high school;
whereas only about 34 percent of those who were not promoted had done so.

The high school and postsecondary grade potnt averages that were reported

canfirnéd the hypothesis that promoted workers tended to have higher gradeq.
Fer workers that were promoted when the respondent reported a high school or
postsecondary grade point, over 70 percent had had a B average or better ln

ter. The comparable percentages for workers not promoted were 67 ard 54 per—
cent, respectively.

The years _ of relevant work experience (elither part- or full-time) tended

to be higher for workers that were promoted than for workers who were not
promoted. Over two-thirds of the promoted workers were reported to have had

more than a year of relevaant work experience prior to being hired, while only

half of the nonpromoted workers had that much relevant work experience.

The distribution of promoted and nonpromoted workers were virtually iden-

tical across the characteristics of sex, race, amount of training; and whether

or not the firm had received a subsidy for hiring. As would be expected, the

gronoted workers' mfdian current hourly wage and productivity score were sig-
nificantly higher than for their nonpromoted counterparts.

A smaller percentage of the respondents provided data on a voluntary res-
fgnation (n = 386; 67 percent), a layoff (n = 257; 45 percent), and/or a dis-

charge (n = 357; 62 percent). Table 3 provides frequency distributions for

the characteristics of these indivtduals. In comparing these three types of

separations; it can be seen that three out of five layoffs and discharges were

mnies, whereas only half of the quits were males. Eighty percent of the quits

were white/other, whereas only 70 percent of the layoffs or discharges were

white/other: Of the nonwhite layoffs; half were black and half were Hispauic,

but of the nonwhite discharges,; two-thirds were black.

In teras of educational attainment; the voiuntary resignees had slightly

more schooling than individuals who had been discharged and fn tarn; those who

had been discharged had more schooling than workers on layoff. Similarly,

high school grades were higher for quits than for those discharged and high

school grades for discharges were higher than for layoffs. Coamparing only

cagses where grades were reported, the percentage of quits; discharges, and

layoffs witk a high school grade average of B or better were 57.7 perceat;

39.1 percent, and 29. 1 percent, respectively.

Almost 42 percent. of the Imdividuals who had voluntarily resigned had
taken a relevant vocational education course in high school compared to 35:5

percent of those laid off and 30 percent of those discharged. Note that the
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TABLE 3

CHARACTERISTICS OF YOUTHFUL WORKERS_SEPARATED FROM THE FIRM

WITHIN THE FIRST 2 YEARS

- Voluntary . .
Characterlistics Res|gnatlon Layoft Dlscharge
Aije

Less_than 20 14.2% 16.7% 16.8%
20-21 2401 27.6 22.1
20+ 61.7 59.7 611

Sex 7

Male. 51.2% 6t.2% 59.4%
Female 48.8 38:8 40:6
Race
Alack 11,3¢ 12.91 20:5%
Hispanle 10.9 14.9 9.1
wh | to/ ot her 8.7 70:2 70:4
Fdieation
Less than high school 12:5% 18.5% 16:9%
Hizh school graduate 57.8 64.3 60.9
Some col lege/tralning 2151 10:8 16.3
College graduate 8.6 6.3 6.3
Relevant vocs eds In high school i
Yes 4i.8% 35.5% 29.88
No 58.2 64.5 70.2
High schaol GPA
3 a.8% 3.2% 2:38
2 17.4 6.9 10.9
c 13:6 21.0 14.6
D 2.7 3.6 5
F 0.0 0.0 9
Unknown 6135 65:3 66.2
Relevant voc: ed: In pastsecondary
\CT O 30:5% 24.8% 24:5%
NA/No 69.5 1%5.2 15.5
Postsecondary GPA )
A _2.3% 3.3% 1.0%
3 108 5.6 1.1
c 6.5 8.9 737
D _0.0 0.0 3
NA/Unknown 80.0 82:2 82:6

Yasrs of relevant work experlence

(Part-timé oF Tull-time) 7 B
None ] 19.5% 15.3% 21.9%
Less than 1 year 23:2 26.9 21.9
1-2 years 35.5 3303 34,3
More than 2 years 21.8 20.5 21.9

C1d empioyee receive more training

than average worker in job?

More 9.13 1332 18.2%

Abogt the same 89.1 82.3 19.0

Less 1.8 4.4 2.8

Did firm r zceive sabsidy for hire?

Yes 2.4% 218 _2.2%

No §1.6 97.9 97:8
“edian duration before separation 12 months 12 months 10 months

Medlan ioarly wage at ssparation $5.75 $6.00 $5.50

75 70 50

tedian productivity 2 weeks prior
Q +0_separation

ERIC
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cducational attainment of the individuals that had been laid off (in terms of
amount of schooling and grades) was lower than that of tndividuals who had

been discharged, but a highef percentage had taken a relevant vocatioral edu-
cation course. This could partially expiain why a higher percentage of the

discharged individuals nad received more training than the average worker in
the same job, as compared to workers who had been laid off.

There was little difference across the three types of workers in terms of
age, years of relevant work experience prior to being hired; whether or not

the firms had received a subsidy, or duration prior to separation. It is
interesting to note that although the fndividuals on layoff had the lowest

educational attainment, lowest amount of prior relevant work experience, and

second lowest amount of vocational education and productivity ratings, they

were reported to have the highest wages:. This fs likely to be explained by
occupational, unionization; and sex differences across the three types of

The next section of the report presents the results from the estimation
of various models used to explain the employability ratings of the applicants.

10



3. DETERMINANTS OF EMPLOYABILITY

3.1 Development of the Job Applicaticus_and Questionnaire

For most employers, the completed job application provides the L.itial

jnforuation on the applicant's abitittes, skills, and experiences. The em

ployer s evaluation of the application's content in conjunction with the dut=

ies of the open job position determine which applicants are interviewed and,

subsequentiy, which are hired for the position. To simulate the employer's

initial evaluation of prospective employees; job applicatiom information was

benerdted that systematically varied the applicant's educaticnal credentials
and werk prerience.

applicants as fallows:

Type 1 - high school dropouts
Type 2 - high school graduates

Type 3 - 1 year postsecondary schooliug

Type 4 - 2 years postsecondary schooling, program conpleters

tol

Figures : and 2 provids examples of the type 1 and type 3 applicants.
 As can be seen in the two figures, the data that were presented on the
applications were the following:

Age

tigh school attended
Major/program in high school
Grade average in high school
digh school diploma

Postsecondary schcol atterded

Majorfprcgram in postse;ondary schoal

Grade average in postsecoadary school

.\.‘.\(11 e 0

Diploma or degree from postsecondary schocl
ovk history (U-5 jobs)

-‘meloycr .

--Starting and ending date

--Postition

--Reason for eaving o
Typing speed (for clerical and retail sales)
Machines operated (for machine trades)
Referral scurce

Eligibllity for a Targeted Jobs Tax Credit

1t

ol |
o J



APPLICANT 8277 L
DATPE OF BIRTH: 0uys68

$*2DUCATIONAL BECORDe»

Prcocnccaae - - --i-—---!’------OOv---u---»- ...... habadadad i d ALl Bl X ¥ P - - {
| SCHOOL ATITENDED: Joffersoaville H.S. i
{ NAJOR/PROGRAN: CO-0P Bachine Trades GRASE AVERAGE: 2.25/4.00 i
I DATES or lTTEBDlNCB‘ 9/79-6/81 nxpzenA/ozcazz- Lo [
Prrormemcmvrernrcccmmee e - s - - - eemceocanoomoCme e ®e oo oo el Tt ===y
l gcs:fsgggggnnt SCHOCL ATTENDED: - (
| NAJOB/PROGRAHM: GRADE AVERAGE: i
! DATES oOF lTTEVDiNCE' ) DiPtOHi/DBGR B: {
e e i e D T —r———— e e e e e e st e r e e ee e -
S VOEK RISTORY o

ettt *~°---°"~-°"-°°ﬂ-°°-°'~-°--°—'-----°-°°~°—°~---1--:r'f§;?
| EMPLOYER: Pas*t Pood Restauran® EMPLOYED F20M: 03781 |
| POSITION: Pood SSrvice Vorker _T0: 03/83 }
| DUTIES: Prepared sofs drinks,sandwiches,servad food,cleancd/r=se% tables. i
| azasnu FOR LEAVING: LoZs snokinq a full-*xna job t
e L bbbl Dl D LT et TP S
1 BEPLQYEF‘ ENPLOYED PRON: §
| POSITION: TO: |
| purIgs: i
| REASON FOR LEAVING: o !
L X o T RO T penpp G D > A W WD D ep - S - - - - hadadad AL L bl T X P “> - - 0--——0-—-—n--..~b--o-;—-’
| ENPLOYER: ENPLOYED FPROS: |
| POSITION: 0z l
| DUTIES: |
j REASON POB LEAVING’ |
tmrcccccaen ------------------------;;;;:;::::::;;------------;;;;::::::::;;--5
{ EMPLOYER: ENPLOYRD PRONM: |
| POSITION: 10: |
| DUTIES: i
} EE&SON POR LEAVIIL' ]
lercerccccrecr e e T i e e e m e - - - o .- - - e - Sttt T Ty 3
| §§EL9!§8' EMPLOYED FRONY: {

POSITION: T0: ]

DUTIES: {

REASON POR t!kVING' 1
- - - - - —omecoe e crcr e ccecccr e cre e - e ndeddd s *

MACHINES OPERATED: B o T
Lathesgrinder,drill Press,asilling machine,boring aill,;sav,shapsr

REPERRAL SOURCE: Unknown/None

PO’ OFPICE USP: 1. TESTED TYPING SPRED: [72)
2. ZLIGIBLE POR TJTC: yos

.-----------;;;:------------------;; e el T L T
| HIRING PRIORITY INDEX | | YOUR SCORE {
1 0. .50.. 100.:.150 . . 200 I I POR APPLICAKT I
| ¥IRST AVERAGE BEST | 1 I
| HIRED HIRE HISED | [ 1
o= - = . > = =P a + L P e *

Figure 1. Sample job application for high school dropott spplicant




APPLICANT #539 - 7
777777777 DATE OF BIRTH: 12/62

*SEDUCATIONAL REZECORD®*

i SCHOOL Atrgygao: St. Mary's H.S. o -

{ HAJOB/PROGEAM: General GRADE AVERAGE: 2,.10/4.00

| DATES OF ATTENDANCE: 9/77-6/81 DIPLOMA/DEGREE: yes
0----------------;;;;;;;-;; :;-;;;-:-:;;;;---——-—--—------—--;;;;;;:::::;; .... -
| POST SECONDARY SCHOOL ATTENDED: Franklin County Community College

| MAJOB/PBOGRAN: HNachine Trades GRADE AVERAGE: 2.97/4.00

| DATES Q@F ATTENDANCE: 9#31-6/82 DIPLOMA/DEGRYE: no

e e crc ccncccercrc e m et —- - ae e A s CECr e c s rE et T e E - e -a o e
- WORK RISTORY

Pramwwe Lo R R . .&--n?;;;;;;::a-;:-;-;‘--Q-—m»-------;;;;;::;::;:::;;----_1
| EBPLOYER: Service Station BHPLOYED FRON: 12/82 |
i EQSITIOR: Attendant = S - o TO: 03783 |
| DUTIES: Attended gas puamps, .z1lpsd iéthihité;aiﬂ clcan up work. i
i REASES POR LEAVING: uas laid off i
;:::::;;» ————————— - e W - - - - e e E eSS aw - - - e e -:tttttt-}é;;;;;:;; ;;;;i
{ ENPLOYER: Serwvice Station ESPLOYED FROK: 10/82 |
! POSITIOH.f!’téndant TO: 10/€2 {
| DUTIES: A+tended gas pusps;helped mechanics,di? clean up vork. |
| BEASON POR LEAVING: Qui¢ B i
"ZZZTZ::T;;;""""""'f°““"“‘°°"""°;;‘;;;;;;::::::: ............ —-———y
| EMPLOYER: Service Station ENPLOYED FROM: 06,82 |
| POSITION: Attendgqmnt TO: 07782 |
| DUTIES: Attended gas pumps,helped meschanics,did clean ap work. |
| BEASON POR LETAVING: Cui¢ ]
. ----_-----;:;;:;:;;;-:2-:22;;-_-_.------72?---;5;:::;;:-:::;;
i ENPLOYER: Large Manufacturicg Fira ERPLOYED PROA: 11/81 |
| POSITION: Machinist Helper = S ~T0: 05782 )
| DUTIES: Helped skilled operator,stacked materi s,d4id clean up vork. )
| REASCN POR LEAVING: Cuit 1
3:;::-::---------------------;;;:;:;:;;;::::--;2;;--0-----:::t:?---;:;:;;:-::;

ENPLOYER: Pas*-food Restaurant ENPLOYED FPOM: 06/81 |

POSITION: Pood service Worker T0: 08/81 |

i

|

| DUTIES: Prepared soft drinks,s sandviches,served food,claansd/reset tables. |
l

L4

REASON ?OR LEAVING: Went back “o school

--------;*;;;;;-:-:--------_.---------_---____; ...... By -— -@

REFERRAL SOURCE: School Counselor
POB OFFICE USE: 1. TESTED TYPIFG SPEED: N/A
2. ELIGIBLE POR TJTC: 5o

e r e s st s e e st crcccccc e e e = * [ D L Ty .
[ BIRING PRIORITY INDEX D | I YOUR SCORE 1
{0..50.. 10. . 150 . . 200 | | POB APPLICANT §
| WORST AVERAGE BEST | | i
| BIRED  HIRE HIRED | { ]
R e g ———m——aeap - —==3

Figure 2. Sample job application for applicant with i year of

postsecondary schooling
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For the type t and 2 applicants, the age of the job seeker was randomly set to
be 17, 18, or 19. For the types 3 and 4, age was set to be 19, 20, or 21. To
attempt to vary location and type of qigh school, three high eehools were fic-
tionalized-=Central High School; a piiblic,; urban high sctiool; Jeffersonville
High School, a generic rural or suburban public high tchool; and St. Mary's
High School;, a private secondary school. The majors or programs of study in

litgh school came from the following set:

e General e eooperative office Educatiom

e Office Education @ Cooperative Distributive Education
® Disttibutive Education ¢ Cooperative Machine Trades

® Machine Trades @ Occupational Work Experience (OWE)
e College Preparatory

The high school grade average was randomly chosen to lie between 1. 60 and 3.60
on a 4.0 scale amd was 1isted on the application 1like the following fermat:
2.69/ 4.00.

For the applicants with postsecondary schooling, one of four generic
institutions was assigned. These were Franklin County Community College,
fntended to be a public institution; Lincoln Technical Institute, a public

technical school; Acme Business College, a proprietary institution; and Acme

Technical Institute, another private postsecondary school. Postsecondary
majors were ascigned from the following set: (1) Marketing, (2) Clerical; and
(3) Machine Trades. Grade averages ranged from 2.:00 to 3:50 on a 4.0 scate.

The algorithm used to assign the number, type, and duration of jobs held
wvhile in school was rather complex. The number of previcus jobs ranged from 0

to 5, durations of a single job ranged from 1 month to 64 months, and total

work experience ranged from O months to €7 months. The set of previous ewmr

ployers, postttons, and duttes for each of the jobs on the application form

are shown in table 4; The vartance that was introduced was intended to allow

dnalysis of causal factérs such as 1arge or snxii estabitshments, public or

private {nstitutions, and whether or not the Jobs were relevant:. The reasons
for leaving prior jobs came from the following get:

Left for better job
Left to look for full~time Job
Went back to school

Was laid off
Quit
Was temporary job

For the clerical and retail sales poeition, the applications reported a
tested typing speed. These were assigned randomly over the range of 40 to 60

words per minute. For machine trades; the application listed a set of up to

seven machines operated by the job seeker. This set was as follows:

e None e Milling machine
e Lathe e Boring machine
e Grinder e Saw

e Drill ® Shaper

14




EMPLOYERS, POSITIONS,

TABLE &

AND DUTIES USED IN

SIMULATED APPLICATIONS

|

Employer

Duties

targe manufacturing firm
a1l manufacturing firm

County govermment officed

Large department store

Bout ique®

City hospital
Fast-food restaurant

Janitorial serviced
County government

mainentance debé?iﬁéﬁtb

Service stationb

of fice helperd

Machinist helperd

Office helperd

Sales helper

Food service
helper

Cleaner

Attendant?

Filed records, sorted and
delivered mail, answered
phones.

Helped skilled operator,
stacked materials; did
clean~up work.

}iied records, sorted nnd

phones.

Stocked shelves, showed
products to customers,

prices on goods.

put

Prepared soft drinks.
sandwiches, served food

Serviced restrooms; cleaned
floors and windows, did
ainor repairs.

Attended gas pumps, helped
sechanica, did cleanup work:

4Used only on clerical and retail sa)e applications.

byscd only on machine trades applications.



7@5g7§éféeiax é&ﬁiiéé i%ét were a@aigaéa randomly wete éis Jcs Sérvieé,

(5 friends/achthtance at firm. Finally, half of the applicants were listed
as eligible for a Targeted Jobs Tax Credit (TJTC).

~ Table 5 displays the job description used for each occupation. To ob=
tain & memsure of how the_ application contenm affects employer hlring deci‘

taformatton and then provide a ﬁiring score ranging from O to 200 points. The

dtrecttons empliyers were ziven for rating the Job applications wers as
follows:

1. Review each job application independent;yfand rate 1: a8 chaugh

above In your of ga anization. If you vould ot hﬂre & person be-
cause they seem overqualified, they should get a lower score than
the one you would thoose te hire.

2. Choose aﬁy ‘score between 0 aﬁd 200 (e.g:, 26, 72, 100, 128)

, WIRING PRzORIiY,xnoax,, YOUR SCORE .
0. .50 . 100 . .150 . 200 FOR APPLICANT

Worst Average Best

Il I I e}' l a!’ i Vﬂie ii i E e7d7 R B ..

~ 50 polnts représents the worst applicamt you ever hired
fas percelved at the time of hiring; NCT vhat the new
hire's performance actually turned out to be)

~ 100 points represents the average applicant you ever hired

~ 1S9 points represents the best spplicast you ever hired
{as perceived at the time of hiring, NOT what the nec
hirs's performance actually turned out to be)

3. Assumg you are reviewing the applications in Juse 1983. We are
not {nterested tn determining the effectc of sex or race on hir-
ivg decisions, so assume all of the hypothetical candidaves have
the zame gex and race:
Each of the employers was given 1l applicants to vate. The set of appli-
caits was comprised of 2 type 1 applicants (high schosl dropouts), 5 type 2

applicants (high séhbbl graduates) 1 type 3 applicant (1 year of posts&c*

compieters).
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TABLE 5

JOB JSCRIPTIONS EMPLOYERS USED WHEN RATING DIFFERENT TYPES OF 108 APPLICANTS

job DescrIstions f3r Each Qecipation

Clerical Retsl| Machlng Tr ades

. Lot Tie. |  fofTine fof Tine o
Rawﬁodm on Job Job Tasks Requlred on Job Job Tasks Reqylred on Job Job Tasks

50 Types Involces, Jetters, 1% Kavises (sells] custon 50 Operates a basic machine;
, memoranda ers products; prepares faeds parts Into ajtomatlc
&8 Anssers phone sales slips, and uses meching and fransports
§ Ganeral office dytlese- B cash reqister {conveys) parts to next
copy Raterlals, dellver p3) Stocks and tends cognters - operator
nall; malntain flles and shélves; packs and 25 Assists skiifed operator
unpacks |tems 2% toads end unloads mater |-
als and cleans around
work 2red

IND |
oS,




3.2 The Influence of Applicant Characteristics on Employability Ratings

of a stochastic version of the following equation using regression analysis:
(1) Sijk = ap + byXg + ba¥j + b3Zy + byZy "Xy
where

Sijk 1s the hiring score given to ths ith applicant by the kth rater

at the jth firm

Xiy 18 a vector of characteristics of the ith applicant such as
work experience, schooling; etc.

Y; 15 a vector of characteristics of the jth firs suck as number
of employees, amount of training, and so forth

Zy 15 a vector of characteristics of the rater such as age, educa-
tion, sex, and so forth

ag, bj, bz, b3, by are vectors of the influence of the applicant/firm/
rater characteristics on the hiring score.

Three aspects of regression make it especially useful for the analysis of hir-
ing scores. First of all; each estimate can be interpreted as the marginal
influence of the assoclated variable. For example, the coefficient on being a

high school graduate was 9.1 1, which meant that a high school graudate could

expect to be rated 9.) points higher than an otherwise identfcal indfvidoal
who had not graduated. 1f a coefficient is estimated to be negative, then 1t
means that that characteristic detracts from the hiring score, holding other
things constant. A zero coefficient means that there is no effect.

coefficients can be compared to each othe:, so 1: is poasibie to evaiuate the

theses can be statistfcally tested to determine whether or not s parameter is

zero; that is, whether or not it was simply a matter of whance that a char-
acteristic seemed to affect the hiring gcore.

EquattOn (1) was estimated separately for each occupation since the

hiring score 18 best interpreted when it pertains to a single occupation.
Hiring standards might be such that an individual with a particular set of
characteristics gets a high rating as & clerical applicant, but would get a
low rating from machine trades employefs. A discussion of the empirical
findings follows.
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4igh School Characteristics

~ The high school grade point average had the strongest influence on ex-
ployability ratings of any of the secordary school variables: In developing

the applications; grade points were assigned randomly from & uniform distri-
bution over the span [i:40;, 3.60] of a 4.0 system. The marginal effect is

cifte consistent across all the occupations and in magnitude represents almost
15 percent of the mean employability rating. As might be expected, graduation

froc high schaol generally had a significant and large effect on employability

ratings. However, the size of the coefficient was smaller than for a 1.0

difference in grade point average and was not significant for retail ctrade
ezployers.

Several studies have ittecapted to examine the relationship between the
quality of schooling and earnings or wage rates. This study examined the
relationship between quality (as might be perceived from the fictittous name)
of schools and employability. The findings show the type (or locatfon) of

high schools influenced employers' ratings of applicants for clerical jobs
only; both urban and parochial high school attendance raised employability
tatings. Urban and parochial school attendance had a negative (but statis-

tically tnsignificant) effect for machine trades applicants.

- Participation {n a cooperative or experiential-type progran (e.g-;
distributive education) had a relatively large, positive effect for retail
applicants, but the reievance of the high school major or pragram and par-

ticipation in an occupational work experience (OWE) program did not have

significant effects in any of the other equations.

Postsecoudary schoocl experience

Receiving a degree from a 2 year or technical postsecondary program wis

the only significant varfate among post= sccondary school experiences explana-

tory factors. The marginal effect o! attending a postsecondary institution at
all (degree or not) was quite large in magnitude (and was significant in some
préliminary model specifications); but whether or not the institution was pub-
1ic or private and grade point average attained in the postsecondary school

did not mave significant marginal effects on cmployability ratings.

Prior work experience

~ In the empiricat examination of work experience, applicants who had
worked prior to finishing their schooling were classified into two groups: (1)
working duriiig summers only and (2) working during the school year and sum-

wers. In terms of types of prior work expertence; several variables were used

to test hypotheses about relevant work experience and work experience in large
firms or organizations; {in fast-food establishuents, and in public organizs-
tions. The hypotheses were that a larger share of work experience in relevant

jobs or tn jobs in large organizaticns would have a positive influence on em

ployability ratings, and that a larger amount of time in public jobs or work

¢ iperience in fast-food restaurants would have a negative influence on appli-

cants' employability ratings. 1In prior work; employers reported that reasons
for leaving Jjobs were important factors in assessing applicants, so the fol-
lowing two variables were used: (1) the number of times the reason for leav-

ing a job was "Quit” and (2) the number of times the reason for leaving was
"Was laid off.” :
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Finally, tf the applicant had workec; the applicant's unemployment status
was measured by using the months since the last job ended. Expectations ahout
the influence of this varlable are ambiguous since a long period of unemploy-
aent could indicate that the applicant i{s not as employable as other appli-

cants who have shorter spells of unemploywent. On the other kand; it could

indicate that the applicant 1s more eager or willing to work and thus might be

a good hire. The last variable examined was the gaps in employment experi-
eunces (t:e., there was at least one_ month of riot working between twn prior

jobs): Existence of 2 gap 1s typlcally thought to be a negative factor.

 The results showed that having some work experience had a very large
positive influence on employability ratings: The distinction between working
only in the summer versus working at some time during the school year was not
important though. Having either type of work experience had a significant;
positive marginal effect on the ratings of about the same magnitude: The im-

ptication of the results is that working part-time (or full-time) during the
school year does not ptavide an improvement in employability ratinmgs over hav-
{ng work experience solely during summers. But; considering the large influ-

ence that high school grade point average has on employability ratings, if
sart-time work influences those grades negatively, it 1s clearly detrimental
to overall employability rating relative to working in summers oaly.

Employers, particularly those assessing clerical applicants, reacted

negatively to having held a large number of prior Jobs. A large nuzber of
jobs can be interpreted as a signal of a lLigh turnover propensity, which 1s
presumably a negative trait. The total number of months working was not sig-
nificant in any of the equations, implying that employers tend to count the
nomber of pricr jobs for which faformacion is provided, but do not weigh the
durat ion of those jobs heavily.

The relevance of the applicant's prior work experience was an fmportant

positive factor in determining employability ratings. Lf one of two otherwise
{dentical job applicants had 40 percent of his or her job experience in rele-
vant jobs,; whereas the other had all prior work experience i{n relevant Jjobs,

the former's predicted rating was lower by about nine points (which is approx-
{ately the same size effect as high school graduation). The relevance of the

job experience variable was particularly important for retail applicants.

Work cxperience in large organtzatfons was also confirmed to be a posi-
tive causal factor. Work experience in a public (or governmental) organiza-
tton had a significant, negative marginal effect on employability ratings for

machine trades. Work experience in a fast~food restaurant did not stigmatize

youth as anticipated; and for retail employers, such work expcrience was one
of the two strongest determinants of employability.

 The resilts show that the number of quits was negatively associated with
employability ratings. In terms of magnitude, two quits would more than off-

sot the positive marginal effect of having any work experience. The number of

times the applicant reported being laid-off liad a large negative effect for
wachine trades employers, but not for the clerical or retail employers: This
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may stem from the fact that firms in the machine trades sectors are more often
unionized and tend to have formal layoffs; therefore, these employers were
more sensitive to that information.

Thé number of wonthis since the last job ended was a significant; positive
variable for the machine trudes employers, but did not influence the raters of
the other occupations. Having 4 gap in the employment record inexplicably had

a significant, positive effect on employability ratings.

Skills and other factors

Two occupationally specific skill variables were shown on the application

forms that were rated. For clerical and retail applications, the applicant’s
tested typing speeds were reported (this was randomly drawn from a range of 40

to 60 words per minute). For the machine trade applicants. the number and
fiames of machines that could be operated were provided. Bou: of these skill
variables were highly significant:. For clerical applicants; results show that
a typing speed of 10 words per minute higher improves employability as much as
attending a postsécondary prograd.

A question of Interest is how the source of referral affects the employ-
er, and nils or her assessment of an application. Past research has shown a
strong proclivity on the part of employers to rely on informal methods of
referral such as friends or current employees in making hiring decisions.
Workers hired through informal channets had higher productivity and required
less training time than workers on the same job who were hrred through formal

sources such as the Job Service; schools, or private employment agencies. Al-
though there were interesting differentials i~ the signs of the coefficients

across occupations, none of the coefficients were significant.

The Targeted Jobs Tax Credit (TJIC) 1is a program designed to subsidize

the employment of disadvantaged workers: Because TJ7C is a subsidy and be-
cause of its limited eligibility, theory suggests that employers will tend to
substitute eligiblé applicants for nonelipible applicants in their hiring
decisions. Furthermore theory suggests that firms will expand their total
employment because of tbe tax credit. It may be, however, that being eligible
for TJIC stigmatizes workers and causes them to be at a disadvantage 1in the
labor markets Firms may tend to avold participatiocn Yecause of paperwsrk and
iiditing burdens: In the models reported here, these competing hypotheses

wre tested. The hypothesis that eligibtiity for TJTC stigmatizes an appli-
cant was not boriae out by the statistical results. In fact; such eligibility

had a significant positive {nfluence for clerical applicants:

3.3 The Influence of Firm and Rater Characteristics
on Eﬁgloyabmx%llutnga’”" )

Firm characteristics

 Most of the results concerning characteristics of the firm confirmed
prior cxpectations, although the behavior exhibited in the estimation of the
machine trades equation was distinctly different from the behavior estimated
for the other two occupations. 30
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The first characteristic about a firm to be considered was its employment
size. A hypothesis was the larger the firm, the more likely it is to have a

formal personnel department which implies economies of scale in processing

appitcants. targer firms can afford to interview and 1nvestigate more appli-

cants, so at the application stage, they will be less discern.ng. Other

things b21gg eaggl ; rthey @ill rate ang]irant: h!ahgr F=ployment size had
the expected pos! ive effect for clerical and retail a, .plicants, but for

machine trades, thie ccefficient was not significant.

Since the universe of applicant:c was comprised of youths, another char-

acteristic of the firm's work force of iaterest would be the percentage of

workers under age 25. If that percentage 1s relatively large in 1 firm, then
youthful applicants such as thome which are the focus of the study, who lack

jobiexperience vill be rated higher than in a firm with a smaller share of

percentage of the work force under age 25. The marginal effect translsted
into an applicant receiving a higher rating at a fim where 50 percent of the

work force was under age 25, than at a firm vhere oniy 10 percent of the

emptoyees were uander age 25 almost tomparabie to the wmarginat effect for
graduation from high school.

_ Whether or not a_ firm has a formal probationary period and the length of
such a period; 1if it does have one may affect the care that raters exercise in
assessing applicants. If there is a formal probationary period, employers can
accept more risk and thus ratings may be higher. As the probationary period

lengthens; the firm's fnvestment tn the new hire increases and so higher

standards shoutd be used that is the sign of the nrgtnat effect of the
length of the probationary should be negative. The probationary period
effects were an instance where machine trades employers behaved quite dif-
ferently from the remainder of the sample. That is, having no formal proba-

ttonarv perfod was negative and significant both for the clerical and retail

gample. That 1is, having no formal probationary period caused cautfon to be
exer\lscd for these cmployers. As anticipated the sigu of the length vf the

{n these equatiéﬁs. On the other hand, the marginal eﬁfectﬁ for the qachlnL
trades sample were positive for "no probationary period” and positive fo: the
Xength of the probationary period ?}§55“§“Aﬁ§ﬁﬁﬁéi,§§5ffﬁ?i?éﬁ ?iéméggﬁffgz

aachine trades e*plcyers cxuses the different behavior. No foruwal proba-

tionary period may be @ proxy for nonunionizntion. and so the risk of a

Controlling for firm size, the number of vacancies that firms have should
af fect thelr assessments of job applicants as well. More vacencies imply that

the firm will have higher costs in terms of lost production as jobs go un-

filled' 80 thcy 9111 ternd to lower their hiring atandardﬂ (ie., ratings will
be higher). Similarly, the employse separation rates that firms experience
should {nfluence applicants’ employability ratings. Higher separation rates

will mean higher employability ratings. Firms that have rélit{VEly high

retent fon rates can afford to have touwgher hiring standards, or the reverse

rausality may hold, tougher hiring standards lead to lower turnover.
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The ratings of machine trades employers were particularly sensitive to
the average number of vacanciles that the firm had In a week; although nelther

the clerxcal nor retail employees had this sensitivity. Tﬁé téténtibh téte 6f

firm) was negatively retated ro appiicant ratings for emptoyers of ctertcal
workers as expected.

Finally, 1f the percentage of reasonably well-qualified applicants 1s

treated as an outcome measure of the firm's reierral and hiring policies; then

the positive (ard significann) marginal effect on appttcant ratings that was

found to be expected. The nverage applicant, other things beirg equal, ts

workers.

77777 All in all; most of the hypotheses concerning firm characteristics and

rating behavior were confirmed by the analysis; although distinct differences

between machine trades employers and clerical or retafl employers were noted.

Rater characteristics

The final group of variables that was included in the model incorporated
personal characteristics of the fudividual respindents. The data that were
pathered included the followtng covariates:

e Age (less than 30, 30-44 ° Job duties
45=54,; 55+) ° Hiring authority
e Education e Firing avthority
& Sex e Tenure in job
® Race e Tenure in estallishment
e Position in the firm ® Hiring experfence in any job

The Aifferent natureé of hiring for machine trades jobs 1s (again) highlighted
iﬁ,gﬁé coefficient on whether or not the respondent is a member of the fifﬁé

personnel staff. Two hypotheses could be put forward as to _why the rater's

posttton in a personnet department would have a negative influence on appli-

tant ratin?s.f Ftrst of ai‘ che personnet staff often procesues a substantial

n rrde. t~ sEraen out undesirzble e; 1icants quickly.i Furthermore, since

their own 5ob per forsatice depends on how well applicants are received, they
nay have a dlrect inténtive to sct high standards. These hypothescs explatn

{tive relntionship with emptoyabtttty rattngs. Here 1t may be the case that

the personnel staff i{s less familiar with the requirements necessary for the

job, or that there 19 greater labor denand, or that personnel staff view their
function as presenting line supervisors with a wide choice of applicants.

The race variable was significant (rater was nonwhite) only in the sample
of retail applicants; although the sign of the effect was positive for all

occupations which tends to confirm prior evidence that blacks rate applicants

htgher than whites (recaii that the applicants were supposed to be of the same

race, although it was not speciffed):
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If the individual has full or shared respoasibility for hirlng staff;
then tougher standards were applied; as might be expected. The reverse would

be rrue for firing authorttj, since the tespOﬁdent could bear the responsibil-

fty of any mismatches. This is the case for the machine trades sample, where

the si_ns for the hiring and firing zuthority variables were opposite ard both
were signlficant.

The age of the rater had a positive effect on the employability ratings
in the machine trades sample, whereas years particfpating in hiring processes
(presumably highly correlated with age) had a sigr 'lcant; positive effect for

ciertcai appiicants. The educattonai attainment o: 2> raters had essentially

no influence on the appiicants euployabtitty asse: 'QE§,§§,§§3,9i95§C§§,§9d
machine trades sanples, but had a strongly negattve ?etattonshtp in the retafl
sadple. The sex of the rater Iinfluecced ratings for clerical appiicants

(males rated applicants higher).
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4, FEMPLOYER COMMENTS ABOUT HIRING YOUTH AND
ABOUT EDUCATIONAL PREPARATION OF YOUTH

i.l Inttoduction and Overview of Comments

applicants and about what skills and coapetencies schools should be teaching.

Furthermsore, it asked for general comments about experiences in hiring youth
for entry-level jobs. Approximazely 85 percent of the respondents acswered an

checttve questton about the preparation of young 5bb applicants in_ certain

school subjects, and approximately 50 percent of the employers supplied an-

swers to open—ended questions about experfences in hiring youth and about

skills and competencies schools should be teaching-

jeveral 1mpmesslons were formed after teading rhrbugh hundtéds of opin-

tons from thesc enp;oyeta from all across the Uaite=d S!ates. For the most

part, the commemts were critical of applicants and schools. The three major

dreas of concern were (1) inadequate prepavation in basic skills; (2) poor

attitudes and work etnics among youths and {3) poor job search skills. Theé

first lspression was that the inteusity of the remarks as well as their con-

tents suggests considerable inefficiency in the hirfing process (mismatches;

high turnover); which could be rediuced with improvements {n schooling and with
the teaching of job search skills.

basic skills deficliencies 1into two categorfes: (1) examples of deficlencies

that affect job performance and (2) general opinfons about !{nadequate basic
skiila. Examplés of job petformance effects mentioned were tnxbtlttyftq make

change, inability to write dollar figures; {nability to compute sales tax, fn-
abitifty to alphabetize; and unfamiliarity with fractions less than one-fourth:

These behaviors could be quite costly to firms, but what is umore important,

they could prcbably be corrected with more emphasis on basic skills 1o
schools.

llowever, the impression is that there fs "something to be read between

the lines™ of general opinions. cxpteuﬁad concerning basic skills. It s dif-

fiéult to interpret comments like, "Schocls need to emphasfze the basics,” or

Tcachitqe 3R§mighen ft is not possible to probe further. It may be the case

that these coamments emanate from observing poor Job jnrfornance as in the
above examples: However, such comments may not really be addressing basic

skills attainment per se; Basic skills achievement may be a signaling device

for ptoductivity or trainabtttty and empioyers are concerned that declining

trends 1n educational achievement may imply lower-quality Job applicants,

mployers may uae basic skills attainment as a proxy for other less casily

measured elements of employability. These Latter typci of tntetptetlttons



ﬁsndwfiiing ébs;:vea in :he quegziauﬁéiré réépaﬁsés.’ The qaéétiaﬁ arises

be the case that basic skills are necessary for adequate work perfcxcaﬁte’ A
few of the employers éven indicated that the en'fy-ievei JObS fn their fxrm

¢id not requi~e basic skills. To the extent that basic skillsgate signals and

do not artett Jcb performamce dtrectiy, more emphasis ~on basic s% 1115 1n

ttrpersonal abilities might be what is needed.

A final impression that came froo reviewing the employers’ comments {is

that much #f the disenchantment with youths attitudes aad work ethics coula

be overcome éitb more tnterécttcn between scbools and firué; ﬁhen such inter~

other high srhooi students in rerms of employability assesspent. Of course,

numerous o-lier examplen of successful edocation-industry iateraction which

featured experiential learning in the workplace can be documented:

periéﬁtés of yeuth; (2) comments about job search skills, and (3) comments

about attitudes and work habits:. Summary remarks conclude the chapter.

of Youthful Applicants

Based upon thelr experience with youth. empioyers were askcd to {ndicate
which of the following areas of educational preparation applicants were typi-
cally well prepared or not well prepared:

Distributive or marketing voca-

& Science . o

. Lnglish-sih'iting ﬁbility at{onal education

e tnglish-Verbal fbility e Industrial vocational education
e Mathematics (machine trades; wood working,
e Business preparation (book- auto mechanics; etcs)

keepiny, typing; etc:)

The only subject in which more employers reported applicants were well pre-

pared than were not well prepared was industrizl vocatfonal education. The

worst preparation icported in this survey was {n English~writing abilfity.
Here; more than 10 times as many employers reported preparatfon was {nadequate

a8 coupared to those employers who reported applicants were well prepared.

ended questioh) contntncd misspcllings. Conservatively estimated about 3
times that many were “sloppy.”
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Tabulations of the responses to this question are shown in table 6. In

interpreting this data, two factors need to be borne in mind. First, “not
uell-prepared flay mdean students have been poorly educated, or it may mean

students have not taken enough courses. Second; the young applicants which

-1 pore | £1 - £ o o
clerical and tetail cupzuycx: hkave seen have sxue;’ Tome iTSwm a vﬁasét] of

secondary school backgrounds, while the Job seekers for machine trades jobs

are likely to have predominantly trade and industrial vocattonal education
backgyrounds- Major conclusions from this table, then, are as follows:

e Science. Fewer than half of the employers gave an opimion about
the preparation of the applicants in the fleld of sclence. of

those that did respond, there was little difference across occu-

pations, with about three-quarters indicating applicants were not
well prepared.

s English—-Writing Ability. Most (87 percent) of the employers gave

a response about preparation {in English writing ability. There
was little difference across occupations, approxinately 10 tines

as faported applicants vere well prepared.

English--Verbal Ability. Respondents in the retail trade sample,
where verbal ability 1is most lasportant, were least critical of
applicants Gérbal ability. Among those respondents, over 30 per-

indicated that applicants were not vell prepared. For the other
two occupations, the two percentages were approxinately 20 percent

and 60 percent, respectively:

. Wathematics.77§stnenaticsmpreparation was rather severely criti-

cants were not wett prepared, 20 perceut th;t they were well pre-

prepared, and the resaining 20 percent providing no response.

s Business Courses. Preparatifon in business courses fared well

compared to the more academic courses discussed above: For the

total sample, a majority of employers felt applicants were poorly
prepared in business courses (such as typing, bookkeeping, or
acrojnting) Bﬁl an éiiﬁinition icroii the three types of appli-

opinions were from machine trades' employers. qhere applicants
probabiy had no busimess coutse training. On the other hand; the
employers {n the clerfcal sssple who reported applicants were well

prepared uutnumhered employers who reported that applicants were

not well prepared by a five-to-three margin.

e Distributive Education. A large percentage éiﬁ pétbéﬁ.i of the

employers did not respond to this question; but for those respon-

dcnts ého did answer; the number that thought that applicants were

well prepared in all three occupntions. Agsin, machine trades ap-
plicants were likely fiot to have taken any sich caurses.
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e Industrial! Educatfon. The preparation received in industrial vo-
cational education courses was apparently well thought of by em
ployers. As might be expected, a high percentage (57.1 percent)
of clerical and retail employers did not respond to this category,
but of the employers who did respond; more thought applicants were
well prepared than not well prepared. For employers of machine
trades, 24 percent did pot respond to frhe question, but of the

remainder, almost 60 percent felt that applicants were well pre-
pared in schools in industrial vocational courses.

4.3 Comments about School Experiences of Youth

In turntng to the responses to the open—ended question about experiences

vtth young peopie. first examine some statements vhefe specific basic skills

wvere mentifoned (i.e:, those referred to above as inadequacies that affect job
perforaance).

we've als> tested persons having (they say) proofreading skills

bat theg can't spells In our business, mistakes are costlgll!

A college education, in some cases, is a farce. For our entry-

level jobs, a high sc hbo’ diploma Is sufficient if they really
desire to learn and work! !

we nct only neqd peopic who know haw to fix a leaky faucet, but
we also need [for] those people to be able to spell properly on
the bill which they present!

In a few Jobs, staff uust be able to write monetaty amounts dic-

tiated by customers over the phcne. Workers can't write amounts
accurately. [Thisj can cost us vast errors ard business.

since the students have poor speliing and simple math skills,
they cannot compute Sales tax and sales discounts.

Schools should teach skills that have a practical application in

the workpldce. I find that 90 percent of the high school drads
cannot pedsure fractions on a ruler smaller than 1/4 znch.

nathcmatxcal problems like making change, converting feec to

Basic mathematics--use of frqctzons«-convers-ans fronm dccxmal to
metrics--inability to read a 12-inch scale divided by 1/64's--
and yet they are graduated,

Genersl comments about deficiencies in basic skills were more common:

Get gouny people to be compctent at basic reading, writing,

speaking, and math skills. We can teach them the rest. We find

that marny of the high school graduaces areiggabie to spell cor-

rectly or use correct grammar. Many are lost . . . when adding
more than 2 + 2 in math,
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cenerally I am shocked at the lack of overall basic educatlon,
r-dxng and wtztzng sk.tlls are verg poor .m approximately 40

{oung people enter1ng the job market dlrectlg frow hzgh school
are m:sszng the baslc fundamentats, we experzenced this both in

and math.
Hany young people have not had the desire nor the urgency . «
to learn.

Qewatd young people fbr xalnta1n1ng good attendance whzie 1n

bus1ness careerss

Cet the educational system back to the basics. I feel strongly
about tbe 1ack of knowledge goung people have 1n s1mp e subgects

I ‘agree that industrial vocatzonai classes are an 1mportant op-

tion but all students, no matter what career they choose; need

to know the bas1cs in math and communxcatlon skills Just to fare

well in society. Please do something to encourage more dedica-
tion in these Sﬁbjects.

An interesting comment that buttresses the contention that employers'

concerns may be with something other than deficlencies in basic skill attain-
ment is the following:

My experiences with h1r1ng gouth def1n1telg leads me to bei1eve

that far too many of them are graduated from school with very

poor eduations in just basic skills and fundamentals; namely,

reading, Writlng, speiixng, and maths It does not necessarily

take these skills to hardle a factotj job such as ours, but it

is d1shcarten1ng to me to see kids coming out of school as grad-
uates so poorly prepared.

Among the suggestidﬁs given by employers aimed at itmproving the educa-

tional process was that cooperation between school and business should be

fncreased. This includes imput into the school curricula from business and

tributive education):. Some of those comments follow:

give anut to curr1cu1um and state our needs. [The] progran is
successfuls Other youth of [the] city [are] less prepared.

[We are] verg pleased w1th studcnts fron cooperative work pro-

our best young employees come from the distributive education

{curricutun areaj.

Co-op traxn;ng should be mandatorg sp theg {students] have a
necded skill when ciitering the job marketa

Co-op educdtion prcvzdesguaﬁ oxcul lent start for young candi-

dates; also volunteer experience is helpful.
30
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education and youth

Youth should be encouraged to learn skilled trades versus at-
tending college when the individual shows strong aptltude for

skilled trade work. Secondly, it is imperative that hlgh

schools, in parttcular, redirect thelr thlnklng that industrlal

voca't.iorial educat ion classes are for slow learners or under-

achievers. =~ know many bright high school students who wanted

to place major emphasis on taking shop classes in high schooi to
learn a skill and were wot encouraged to do so and were reluc-
tant [to do so] due to the poor stigma attached.

4.4 Interviewi;gﬁand Application Preparation Skills

A complaint that many respondents felt schools could help correct was the

poor performance of young people in filling out applications and in inter-

viewing. These areas are flmportant because,; if unsuccessful at this stage, a

young Jjob seeker will be unable to display merit as an employes. Some com~

ments were as follows:

no answers abound. Also, mamy dress improperly to work in

business environment.

My initial reactlon to yourg applzcants IS one of enthusiam un-

til they appear with their shirt untucked and [wearing) tennis
shoes. I would say 95 percent of the young appllcants lﬁwe

never been 1nstructed in 1dterv;ew ethuette. The simplest

,,,,,,,,,,,

evidericed by their manner of approach and dress.
"I's lookzng for anything® 1is a typlcal statement whlle the

standazd dress is jeans, cut especially short in the summer
months.

completion of aﬁbliéétibhs also leaves much to be desired. Many

items are omitted or partially answered. Handwriting often is

difficult to read.
The 1nterv1ew1ng phase could also be zmproved upon whzie [stu-

dents are] in school, stressing direct pertinent answers ard
thoughtful, relevant gaestions.

They {youths] do not kniow hdﬁ to flll out an applxcatxon proper—

lys They fail to present themselves positively in an interview

ard are poorly attired.
A iegzble, thoroughly coﬂpléted éppliéétibn with mo grammatical,

31 _

ERIC a4




4:5 Young Employee At:itudes and Work Habits

A large percentage of employers making comments about their expe_-iences
with young workers in entry-level jobs expressed concerns over the poor atti-
tudes exhibited by young people while at work. These comments included refer-

ences to poor employee work habits, wmotivation, and responsibility. These
characteristics include problems with workmanship, customer interaction; ab-
senteefsm, and tardiness.

___ Comments of a general nature about employee attitude include the
following:
Thé attitudes of many of the young employees cause the most pro-

blems--absentecism, disregard for company policies concerning
dress, personal calls, tardiness; etc. Eve1 though the company
pays up front amd in full, tuition of industry-related seminars

and at college of choice, few take advantage of the offer.

In general, today's youth are not prepared for the daily “real-

ities” of the business world (e:g., the necessity to be punctu-
al; minimal absences; following instructions, meeting deadlines,
demonstrating initiative, grooming/dressing to fit the mode of a
particular industry). MNanj want top earnings before they are
adequately able to perform thelr assigned functions.

Ynfortunately, more than 50 percent are not prepared for the
work world. They are satisfied with mediocre performance, are

not used to a structured, performance-conscious environments.

Tsually [they are] not self-starters--with very little self-
wotivations
{The] problem is often a lack of maturity. Often they do not

realize what will be expected of them in “"making a living.”

[Youths] need better skills in [the] ability to think and reason
for themselves:

I [had] rather that you sent me an Open, eager, inquiring mird
e o« o« than a body that had satisfled distributive requirements
and X number of CiY.'s!/

Many employer responses that indicated cizsatisfaction with young appli-

cants mentioned policies or preferences thvy used to ecreen young applicants.

Among these comments were the following:

We m::i prefer to hire young people with prior experience: Some

of the stars are out of their eyes; they have made their initial

Job myves trging to find their "thing,” and they have started to
recogaizie & paycheck requries work.

Rather than spec¢ific job skills or educational training, we try

to idemtify people who can be deperded upon, [who are] willing
to iearn, [who are! not blinmd followers, and {who are] willing

to accept responsibility. The school family environment does
not instill these basic values;, let along {teach] the a, B, C's.:
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#e iobk ibr 5ﬁthﬁ§ié§ﬁ aﬁa aégiré to wbrk. Today, a youny per-

- —

responsibzlxty we also must have.

<everat empioyers tn the sampie ment foned that they do not hire young
peopie or are reluctant to do so. The reason given had to do primarily with
young employees' poor attitudes and work habits. Such conments were as
follows:

We riow generally avoid hiring young people. We have found that

by hiriny older workers who are despetateig in need of jobs be-

cause they have families, financial responsibilities and are

permanentig 1aid off from companies that are closing or have
closed their faci‘ztzes, we can (1) avozd training costs, (2)
dvozd absenteezsm costs, (3) select the best emplogees of c16§:

network that exists in our area, and comes wita very high recom—

mendations, (4) avold turnover since clder workers stag with our

company, looking for a good solid base [in which] to work until

retirement; (5) avoid worker's compensatzon claims simce our

older workers terd to be rore Saretg consczoas, (6) avoxd labor

relatzqns problems since olderfworkerq tend to respect autho:ztg

more, desire job security, look toward retirement and a pension,

and (7) gain from their experience and knowledge. Maturity and

responsibility are worth dollars.

A number of employers expressed dissatisfactfon with the absenteeism and

tardiness of young employees on the job. In addition to these above, here are
some additional comments:

The work ethics of present day youth seems unhealthy. Our

younger employeces scem to miss the most work for--

“It was rammg.ff

"It was too hot.,”

*I didn't feel good."

“I didn't sleep welil tast night; so I won't be in
today:*

[Emphasis should be placed on] development of personal disci-
pline {work ethic). The importance of beiny at work on time and
daily.

In addition to the poor attitudes of young employees, several employers

conmented that they believe that young people should show more appreciation

for the free-enterprise system and the employer's concept of the work ethic

that is entailed: Specific comments are these:

People who reali.e [the] company must make a profit for all to
succeed are also a plus.

W
W
|




Many do not seem to appreciate that we strive for a linear rela-
tionship between productivity am? compensation. Mamny secm to
anticipate "automatic” job security and wage incremenis.
Many of the youths in today's market are not willing to expend
extra effort in performing job duties--always take the easiest
way out. [They] don't understand responsibility to the
cmployer.
Mamy youths have not Iearned the work ethiCS- They feel to show
up and put in time 1is doing a satisfactory job. MNamy youths
have not learned 7that7 rewards will come after you show you are
worth it rather than "reward me, then I will produce.”

Two éiiiiiiéyéi'é, unlike almost all others; found the quality of young

employees to be good although they even qualified their assessments:

Generally, the caliber of young people we hire is highs They

seem to have taken advantage of educat ional opportumties of -
fered them. Theu‘ commitments are not well established and
sometimes tardiness amd absenteeism are problems.

We have faund young empiogees tc) be some of the best empiogees
thit we have. They are dependable, eager to learn and delight-
ful to work with. The schocls should be teaching them more of
the three Rs: We have had some part-time l7-year-olds that do
not even know the alphabet.

4.5 Sumnary
The testimony of the employers in this survey thus seems to indicate that
the three major problems with youthful applicants and workers are—

e poor work habits and poor work ethics,

e poor job search skills (completing application forws and
interviewing), ami

Some specific suggestions for schools to pursue fnclude—-

e instruction in business practices (work situations),
instruction in job search skills,

more emphasis on basic skills, and
higher performance standards.

The relat:lvely positive conments about vocational education iiiti Ei’p’i’dj'éti
school Jjoint efforts such as c00perative education programs indicate that

these aspects of learning should be encouraged.




5. SUMMARY OF FINDINGS

The primary purpose of this study was to compare various educational and
work experience characteristics that youths may possess in terms of thelr at-
tractiveness to employers who hire efitry-level clerical; retall trade, and ma-

chine tradés workers. As such; most of the conclusions and findings are aimed

at youths; parents; 4nd guidance counselors. However, in the course of ana-

lyzing the data; findings relevant to employers and school administrators

emerged; therefore, this chapter 1is organized into sections categorized by

three audiences: youths, parents, and guidance counselors, employers, and
school administrators and policymakers.

andgﬁnidancegﬁonnseioza

~ The results of this study confirm that market experience has resulted in
~mployers who exhibit rather consistent behavior in their hiring decisions.
Ybﬁthé Bhdﬁld bé iﬁité 6f thi§ tbﬁﬁiﬁtéﬁt?, Bﬁt Béiéhd thét, the ﬁéféﬁétéfiié:

Earty ic a youth's high schooi career (ages 14 to 15), cholices are typt—

cally fairly limited and thoughts about the impact of these choices on one's
career or concerning the ease or difficulty of entering a career are most
likely not preeminent in the ~decision-making process. With this perspective
‘h wind, the finding from this study that is most germane to these youths is
that; among the educational characteristics that a youth may gvssess; higt
school grade point average is the strongest causal variable 1in influencing

employability ratings. Grades in the early years affect the oversll grade

point average directly and also may influence curriculum choice and school
performarnce in later years.

As youths progress through high school (ages 16 to 17), more educatica-

choices need to be considerzd: In terms of curttcuiun choice; results from

the study show that machine trades empioyers are fafluenced ﬁostttveiy by an

applicant's participation in a machine trades (vocational) program of study in
high schools, but that employers of clerical or retail workers are not really
influenced one way or another by an office or distribiutive education curric-
ulun, wvis-a-vis a general or college preparatory curriculum. On the other

hand; all employers tended to give preference to participants in ‘a televant
cooperative or experiential type educational program. Youths who have mzde a

career determination and who have an opportunity to participate in a coopera-

tive or experientfal-type educatioral program in their ares, are well advised

to pursue that opportunity.

part-time and/or during summers while ia high school. &aving no previous work
experience to list on an application is a severe disadvantage for a youthful

Youths in this age group also face the decision of whether or mot to work
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job appticant according to results from this study., But, the findinss indi-
cate that working part-time during gctiool Wonths confers only a slight advan-

tage as compared to a youth working during cummers only: In making decisions

ébout pértétimé Gork involvementf however, a high ‘school student should be

Thus, the findings indicate that, if psrt-time work during the school year

Jeopardizes grades; it is not as advantageous from a employab{lity perspective

as work duoring summers;

The place or type of prelious employment was also found to be very im-

portant in determining employalillity ratings. The relevance of the appli-

cant's prior work experience was an important positive factor in deteruining

employability ratings. 1If one of two otherwise identical job applicants had

40 percent of his or her job experience in relevant jobs, while the other ap-

piicant had all prior work experience in relevant jobs, the former 8 predicted

rating would be lower by about the same amount as the effect of high school

graduatfon.

Work experience in large organizations also was a positive causal factor.
work experience in a public (or governmental) organization had a signxficant,

negative marginal effect on employbility ratings, and finally, work experience

in a fast-food restaurant was one of the two strongest determiuants of em
ployability for retail employers. If a youth had weak ptior ;ch experience,

enployers suggested thst he or she 115t baby-sitting or yard worlk experience
to demonstrate past job responsibility.

atively to the number of prior jobs held. Having held a8 number of jobs can be

interpreted as a signal of a high-turnover propensity, 2hich is presumablv a

negative traift; The total number of months working was not siguificant ia any

of the equatfons, implying that employers tended to count the number of prior
jobs for which information is provided, but did not weigh heavily the duraticn

of the jobs.

Although in the qualitative data 3d in other studies employers reported

preferences for training new workers on their spectfic equipment, this study

found that “having relevant vocational skills still adds significsntly to a job
applicans's employability. For employers searching for clerical workers, an
increase in typing speed of 10 words per minute offsets 2 competitor's ad-
vantage of having attendéd ‘a postsecondary scheol. Similarly; the number of

in the hiring decision.

Not dtrectly tested in this stody, but ment101ed a number of times in the

ment is used by employers as a ggsitivefsignal in their assessments of job ap-
plicants. Again, youths need to consider the impact of such involvement on
their grade performances, but they also need to realize that extracurricula-
activities are considered in a positive fashion by employers.



As youths get to the age of completing high school (ages 18 to 19), some

may be considering whetiier or not to complete high school while others may be
considering whether or not to attend a postsecondary institution. Completion
of high school was found to be a key varfable; as might be expected. However,
tlis results reported heri and in Hollenbeck's work (1984) indicate that cm-
ployers will consider hiring dropouts. Such individuals can overcome the dis-

advantage of lacking a high school diploma by demonmstrating good work habits,

retevant work experience; or high occupational skill levels. Quoting one
ewployzr,

We prefer, of course, a high school diploma, but work experience

his certain advantages over the completion of education.
 As far as postsecondary training is concerned; attending a postsecondary
school is weighed positively by ewployers, but completion of a program and the

relevance of the program are the key signals that employers use in assessing
applicants: Grades and choice of fastitution were analyzed to be of far less
{mportamce, and in fact, attending a postsecondary fnstitution, but pursuing
4 course of study not relevant to the job for which the applicant is applying

reduces employability when compsred to an otherwise identical high school

The final set of results of interest to youths concerns the job search

process itself. First, the hypothesis that eligibility for TJTC stigmatized
an applicant was not borne out by the analyses. In fact, such eligibility had

a significant positive influence for; and thus, should be advertised by cleri-
cal applicants. Second, neatness on the application form (and {d cover let-
ters) is one of the most important variables that employers use in Screening

applications for interviews. Third, interview behavior is crucial in the job
Search process. Analyses of the data and discussions with employers indicate
how easy it is for a young person to lose employability advantages that have
beeii painstakingly earned through hard work in high school or part-time jobs
by not being punctual, by dressing imappropriately; or by using insppropriate
grammar in an interview. Signals of a bad attitude that employers noticed
were negative comments about a previous employer or teacher or being overly

ambitious--expecting rapid promotions or to own one's owm business. Present-
ing a neat, full resume, and exhibiting appropriate behavicr at an interview

can be accomplished with minimal effort in time and resources.

5.2 Findings Relevant to Employers

tn foraulating their recruitment and hiring strategizs, firus must make

resour-e allocation decisions and be concerned about the profitabiiity of

their actions. Large firms and firms that have been in existence for a long
time have made aumerous hires and their decision-making process has withstood
the test of the marketplace. In fact, an underlyiag assumption of this study
i{s that employers' hiring decisions are consistent enmough that we can gener-
alize from the behavior of a small number of employers who vere observed 0 a
larger population. It is thus somewhat presumptuous to issue recommendations
to employers. Nevertheless, this study and its predecesssr study of employers

in Columbus, Ohio; did produce some results that may be of use to some employ-
ers: Five such conclusions are as follows:
37
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1. To the extent that we were able to control other varfables,

the personal characteristics of the appitcatton reviewer in-

fiuenced stgntftcantiy the employability index assigﬁed to
the appttcant. Males, blacke, and older individuals _tended to
rate higher the youths they were asked to assess. This could
be a problem in organizations where more than one individual
screens applications.

2: With aimost unaniﬁity, emplpyers vho had experience vith stu-
dente 1nfcooperative or experiential-type education were en-
thusiastic about the experience and if a hire ensued; were

pleased with the outcome.

3. Acn interviewer's assessment of an applicant 8 work experience
and education is partially determined by how the #3wvth handles
the interview. Two Jjob applicants with ideaticai prior em

ployment histories and educatior will be perceived quite dif-

ferentiy tf they exhtbit different interview behavtor, end the

value of the applicants' work histories and educational back-
groonds will be perceived quite differently.

4. Despite protestations about the unreliability of and diffi-

cuity of getting refereace checks, 1erge percentxges of em

ptpyers reported mxktpg such checks. When one ceneideri how

5. The starring wage, the cost of equipment that new workers use,
and the difficulty that a fira faces in diéﬁiiéiifg workers do

cants.

5.3 Findin ngs Relevant to School
Administrators and Pol icymakers

A secondary purpose of the study was to be a conduit for communications
between employers and schools, particularly in the area of employability

development. It i3 important for schools to take employer's opinfons into

account, for the econouic success and job secrutty of students are going to

depend on the degree to which they are sble to fulfill enployers ezpecta-
tions. As reported in the chapter presenting qualitative data, employers did
have some positive suggestions. Most of these were along the lines of in-
creasing employer and school involvemenrt and cocperatioa.

Schééi administraters Bhbaid ‘be aware dfmth§“§§§hi§}§7t§§t employers put

between achiavement and grades may be weakening: The numerous commernts ibout
deficient basic skilis and poor work habits suggest that employers are strong
advocates of educationsl movements toward improving basic skills and of tough—
er performance standards.

Twc suggestions about curricula changes or laprovemeats were that Jjob
search skille should be taught and that youths should come to the labor market

with some awareness about business organizations and management principles.
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In response to the adequacy of preparation in varfous subject areas; there

seemed to be a desire for a broader education in marketing or distributive
education classes. In gene. al there was employer support for vocatienal

éducation courses; and in some cases; a desire for even stronger vocational
programs. -;;. )

The results from the study show that reputactbn or location of a school
influences an smployer's perception of a youth: Clerical and retail employers

gave a rating advantage to urban and parochial school students in comparfson
to suburban (or rural) school students, while machine trades employers behaved
in a precisely oppositc fashion. This fmplies that school officials in urban
(and parochtal) schools may want to exert extra effort in finding cnoperative
or expertenttat-type work]iearutng situations for machine trades students;

while smaller, suburban schools may want to target efforts In arranging such

situations for office and distributive education students.

In short, school leaders need to be cognizant of employment outcomes Of
students as they develop and implement curricular, instructional. and otgani-
zational changes. A lack of awareness may result in their students entering

the world of work at a disadvantage. The key questions to be addressed by

educational policymakers and administrators are:

e Can work maturity skills be taught and/or strengthened in second-
ary and Z-year or technical postsecondary settings?

If so, how can work maturity skill learriag ! : be iﬁﬁiéﬁéﬁtea

tuto the curricula, instructional methods, contexts of high

schools and 2-year or technical postsecondary stitutions?
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APPENDIX

QUESTIOKNAIRE AND RESPONSE FREQUENCIES



EMPLOYER HIRING DECISIONS STUDY June, 1983

EMPLOYER DATA
¢ 7"7 —-—-—,——,—_;‘—,—-
t 2 3 & S
1, F c

1. Your age _84_ 1) tess than 30 _130.3) a5-3¢

249 _2) 30-44 107 4) 5% 6
2, Your sducatlon —35_ 1) High schooi graduate or less than high school graduste

_53_2) 1 or 2 yeers ot training beyond high school i

_84_3) 3 or & years of tralnlig beyond high school, but not & ?

- col lege graduate
181 4j College greduste
213 5) | or more years ot training beyond coliege graduestion

3. Your sex 391 1) Male
179 _2) Femsle ()
4, Your race 22 1 !?EE _
i 2) Mispenic 9
Siz 3) white/Other
S, WAIch ot the followlng most closely represents your management title? (MARK ONE) —
[

201 1) Personnel or human resource department manager

-2 2) Foreman

85 3) Statt member of personnel department

lS 4) Supervisor (e.g., head clerk or cashler, unit chiet, tloor manager)

43 s) Dibar?wim or division nnigér

195 6) Estariishment executive (».g., 3tore manager, director, president)

_,Zi 7) Owner

45 8) Other: Specity - - - - - =

é. Loolili\g at s ?yplcal work noi what p.rcon?ag- of your time Is sm? on the folloulng

(PLEASE MAKE SURE THWE COLUMN ADOS UP TO 1C0%) Medtan
lelng omp | oyess 7j3 —— iii-iii
Tralning employees —53 e (14=16)
Supervising employees 208 —_——— V-
Job dutles other than hiring/training end suiervision —SG; o (20=-22)
100 §
7; Do you have or share the suthority to hire or tire persons for your company's eatry
level jobs? 8 X
7A, Niring ou?'orlty— 8. Flrlng uﬂorlfy—-
2721) Yes, | can Nire on wmy own 231 1) Yes, | caa tire on my own
213?§ Yes, but | share suthority 195_2) Yes, but | share suthority
_803) xo; tut t participats In process S3_3) No, but | particisats la process
631 % /oL
5 o Neve you been smpioyed Ia *his estabiishmet? Medlan Range
. NOw mEty years nave you " employed Ia this estabiishasnt - S1
e yoars ) r-J- )
§. For how seny yesrs have you worked [n this estadlisheent’s
personnel SeperTESNT or perticipeted |a the selectioa of aew 2o - o
nev empioyees? —6_ (0, 46) ~THm
10, N?- Ny yesrs nave vw tess !'n F ] ﬁﬁl?lm 1™ W‘Y‘lélﬁﬁ in the
hiring process In D8Ny 1Y Q- L&) _—
3ny compeny =10 (0, 46) -~ <
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11, Firm Charscterictice
THE FOLLOWING QUESTIONS REFER TO THE_ESTABL ISHMENT AT wHiCH YOU WORK (OR IF YOU ARE RESPONS!-

BLE_FOR HIRING PEOPLE FOR MORE THAN ONE ESTABLISHMENT, THE ESTABL ISHMENTS FOR wHICH YOU ARE
RESPONSIBLE),

i. Fow many persons are ewplcyed tull-tims In_your estsbiishment af present?. L
1) less than 10 47 . 4) 30-49 —104 7) 200-499 ST 732
42_2) 10-19 —12-%) 30-99 96 8) 300-1999
%5 3) 20-29 7 72 6) 100-199 87 9) 2000 or more
2. How many persons are employed part-tims In your establishmen? at_present? .
373 1) less then 10 28 _4) 30-49 33
'2) 10-19 —G7T 5) 50 or more
i 3) 20-29
3. Approximetely, #hat percent of your full snd pert-time onp loyees would be clessitied —
in entry=level, nom-mensgeria! positions; that is_with job descriptions simlisr to 32
that given on page 1 _for the rating ot sppllicents? S
59 1) less than 18 _gs 4) 105-19%
0 2) 1348 — 5 208-29%
—743) 5%-9% 6) 30% or ®ore
4. Ot the management personnel In your establishment (foremen, supervisors, erc.), sp= o
proximately what percent were tirst hired In an unskilled or semi-skilled positlonr (3337
) S Median, a0 B
5. Appronimetely what percent ot tre $uli-time and part-time swpioyoes sre under the age 251 o
o Median: 203 — 30
6. Roughly what parcenat of your non-supervisory workers are covered by collective bergaining S
 agreements? &rﬁ 100% __ 32 éondt;touﬁ Median: 203 — (4142
1. Ourlig the last year; did the Total nusber of employees In vour estabiishment incresse, -
decresse, or stay the same? 155 1) increased by Median: = _$ (44-4¢
795  2) Decressed by . Median: - p———L L
=== 3) Stayed sbout the sams -
8. Doss your company have any divislons or subsidleries In ofther locatlons which do thelr o
own Kiring? 1) Yes (Go to question 9) 50
2) No (Go fo Section 111} -
_ - B T S— - T - T - —_—— - —— —
9. wWnat would you @stimste to De the fotal number of tull-time and pert-time employees In
e!l divisions and subsidiaries of your campany?
{include your own establishment), S
61) 1-49 <3 3) 100~ 499 78 _5) 2000-9999 _
—1%2) 50-99 TBZ_4) 500-1999 TEJ 6) 10,000 or more T
1115 Estabiishment's Wiring Process - 7
THESE QUESTIONS CONCERN YOUR ESTABLISHMENT'S GENERAL WIRING PROCESS FOR ENTRY LEVEL, NOW=
MANAGERIAL POSITIONS FOR A TYPICAL OR AVERAGE WEEK, WE ARE INTERESTED iN POSLTIONS WiTH A
208 DESCRIPTION SIMILAR TO THE ONE GIVEN ON PAGE 1, (IF YOU DO NOT WIRE FOR THAT TYPE OF  _
JOB, PLEASE ANSWER THE FOLLOWING QUESTIONS FOR A SIMILAR J08 AND WRITE A DESCRIPTION OF THE
JO8 IN THE MARGIN,) o A
1. wnen your esfobiishment has an openlng In sn eatry level, non-mensger(al position o ich
cannot be tllieg trom within the tirm, which of the tol1ouing methods are vsed to attract
applicents? (MARK ALL TWAT APPLY} - ax
297 1) Referrals from the state employment service 3
™ 2) Reterrs!s trom employment agency ¥
47 3) Referrals iros 8 valom ]
[ 4) Advertise in media %6
= 5) Display Welp senved slgn . 1)
63 Announce 1o cUrrent employees that there are openings >8
5% 7) Ask tor referrais from schools or tralning Institutions I
Byother__ i —}
—33_ 9) Don'i solTcit appllcatlons -
2. On aversge, how weny vecancles tor such jobs open up during @ wook? (it iless Than one per ____ 62
wook, merk here I__| and estimste vecancles tor 8 yeoor.) I ——
3. row meny phore inquiries sbout esploymest Ia such jobs are received In & woek? _____—_(a:e
10 Median
0 2
&% =




LH
&4A,

1A,

8.

35 3) S1-7°%

"now are tnese veiephone inculries about emplioyment treated--
When there |s an opening 4B, When there Is no specitic opening (Check one)

293 1) Callers sre encours to 176 _ 1) Callers are encouraged to _
come In ana 'llléﬁg.:ﬁ come_in_and 111 out an 3 7
_____ apptication ‘3 sppllication
186 2) Callers are encouraged It 118 2) Caliers are encouraged it
T thay have skills ~—— __ they have skillis
—20 3) Catlers sre genersily 195 __ 3) Callers sre generaily
__ __discouraged . . __ discoursged _
53 4) NA because we have few phone §3__4) NA_because we have few phone

calls calls

About how many pooplo come to your estabiishment in & week i"cioiiiig’ tor an iiiﬁ'iéiiiii
poslvlon simllar to the one described-- ( 8-10)

- When there Is an opening?Medign: 15 5B when there Is no ooonlngm 5 r——‘ul 13)
Typically, what percentage of people fho? come in @8 vﬁﬁ wer o=~

. Reterred by an érganlzoflon or_individuat _(employment service, empioyment ogoncy, union, I
School) that had screensd the Individual tor you? 0% 202 Median: . S5 __ (14-16)

Not referred bat came in response to an advert!sem WWM“ o
soilcarion? (17=-19)

. Were unsolicited? Jﬂ—: ___(20-22)

100 g
About what percentage of people who come to your establishment wlthout 8 referral looRlng

tor & position similar to the one described complete an appllcaTlon--

when there is an opening? R 78, When there Is no spoclflc oponlng?

02 1) 95-100% 149 1) 95-100% i v—
2) 16-34% 2) 16-94% s LS
5) 51-158 SY ) Sﬁ;;g;‘

4) 26-50% ‘ ' 55 4) 26-

5) 6-25% SR 5 6238

- 6) 0-5% :&5:6) 0-5%

what borccn?ago of persons who til1 out an appilcation are interviewed lmodlo?oly--
8A, when there is an opening? 88.” ihgn there Is no spoclflc oponlng

70 1) 95-100§ 1 95-1008 _ =
25 17 -94% 2) 16~94% = %
3] S1=75%

10,

Th
12;
13,

Condit

T 4) 26-508 4) 26-50%
~5) 6-25% ﬁ; 5) 6<25%
6) 0-°% 6) 0-5%

Uogg Lougihlrlngigocossﬁlqggjvo’)glng pe.3ple return to your estadblishment for an Inter-
view or _do you make job offers besad on The compiated aspplicetion?
4664 1) Mave Interviews lpter

2) NO Interview atter .ppllcaflon ang immedlate Inverview, It lny 27

which of tne tollowing best cherecterizes how your firm selects new hires tor the type ot

entry=lgvel, non<managerisl positions desccibed abovel? (MARK ONE)_

500 1) A number ot applicants are interviewed betore & decision Is msde and then the _
best Is_seiected, _ ___ L)

48 2) Applicants are_ interviewed sequentially with the job offer decisiui usustly made
betore the next ln?orvlu Is orrongom.

15 5) Orner —

On amcgo. now many mli sre_interviewed to_till one omlng tor an ontry-lovol, non-

managerial :mlrlonMS range: (1 53)

In what percent of your hires tor such s Bgslﬂéi was the last (or only) person (31-3%
intervieve: tne one actually niredMedfan: 202 .

Ot those interviewed for s position, what percent sre calied In based on information (34-36)
obtained trom s review ot previously tiled applicetions?

- . Medfan: 10Z  (iF.08. GO TO QUESTION 15) 0z 156

1%,

ERIC

Aruitoxt provided by Eic:

¢t ‘Rose r-rerviewed tor an o«?rv-lml non-menager | al posiﬁoﬁ tased on & __
p{ pviously tiled appllication; what percent end up beling of fered the job? 37

13 1) A1i 95-100_% 128 3) wait_40-608 _465) None 0-58
Z8& 2) M55 61-48 ISG 4) Few 6-39%

what cerce tage of all of the peocple who have completed written appiications for en - — - — iﬁbi
entry-level, non-manaqgerial 335 in yoor establishment do you feel are reassonadly
wel|-quelities tor employment in your tirw? Medfan: 302 B B
~ N 5
45 =5 AR
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v, mﬂw’*” Tralnlng Process
THIS SET_OF QUESTIONS REFERS_TO THE JOB FOR WHICH THE APPLICATION RATING HAS JUST BEEN

CONDUCTED, (IF YOU DO NOT ACTUALLY HAYE THOSE TYPES OF JOBS PLEASE ANSWER THE FOLLOWING
QUESTIONS FCR A SIMILAR JOB AND wiITE A DESCRIPTION OF THE JOB IN THE MARGIN.)

: L ODURING THE __DURING THE _ o

1. What percent of ne= empioyee's FIRST MONTH_ NEXT 11 MONTHS DURING THE
work time Is spent_In_each_of (160 HOURS)? (1840 HOURS) 2ND YEAR
the following: (CLASSIFY SO - edian Mean Median
THAT PERCENTAGES ADD 0 100%) Lfi 3 Mean : Median Mean

1A; Formal treining by specialized —0_$ 9, 62 - 0f 4.7% 5 3.5%
training personnel T8-8Y - — (TTQT 3.3

I8, Reading manuais or self-paced 25 6,57 8 5,3% 5 5. 8%
ledrning programs aus-tmn — (ﬁ’ - (ﬂ'g? =8

IC. Recelving instructions from a 203 25,52 __10% 15.9% 3 12.4%
sopervisor or coworker (Both =% — @15 2 — (ﬁ) —_—
Individuals are tully devored
fo the instructional .c‘?lvl?y) o o

10, Learning the Job by watching 108 13.5% $ 9.9% s 7.1%
coworkers do_the Job at thelr (33-35) —— (33‘?8’ —_— (‘SF?T L.l
work statlions o o L )

1E. Learning the Job by dolng It 108 21.2z 5% 11.9% 0s 9.8%
while a supervisor or coworker =13 @=In (WS‘U’)
devotes 100% of his/her_time
10 supervising or advising the
new worker - ]

IF, Learning the Job by doing It J0 8 16.4%x _10% 27.4% __&5 § 26.8%
while another employee watches =55 ——  (5%%-%6) —— (37'-'?5‘) 25.82
progress out of the corner of

~ thelr eye - o — - - - I

1G, Production activities or breaks 0 3-89 _0g 19.42 g 30.5%
that 18ck & tralning component &0-82) {3=19) (6%

———— 584.5 B ]
1008 100% 1008 0 _3

I&E)Eﬂ’ SET_OF QUESTIONS IN THIS SECTION ASKS_ABOUT_TWE PRODUCTIVITY OF A TYPICAL EMPLOYEE,
PLEASE RATE A TYPICAL EMPLOYEE'S PROOUCTIVITY ON A SCKLE OF 2ERO_TO 100, WHERE 100 EQUALS_THE

MAXIMUM PRODUCTIVITY RATING ANY OF YOUR EMPLOYEES HAS OR CAN ATTAIN AND ZERO 1S ABSOLUTELY NO
PROOUCTIVITY BY YOUR EMPLOYEE,

s s e
DURING_ THE AT THE END AT THE END
- T . FIRST DAY OF THE Of THE
2, what productlvity score would you OF EMPLOY- FIRST FIRST
give_to a_typical new empioyee? -
8. When not engaged in any of the & ﬂgfan g_e‘é(iﬂ‘
tralning.activitlies described %/ - gg _ g;
above -
b. When being trained or supervised _
by 8 line Supervisor or manage— 20 &0 90
ment stoff (15—17) (18=20) (21-23)
c. When belng tralned or supervised 15 85 __.
by coworkers ($Z55/F) i; I-z'w”i _aé'-?ﬂ_
3. What Is the current starting houriy w wage for o Rangze
the job tor which you answered question 2? $_ 5. 00 per hisu’r@.il,“%.gg')'“srw
4, What Is the current hourly wage for pecoie
in_this jod who have been at the firm ;_Qjﬁ per hour(z 11 20.50)
sligntly more than one year? YA - 35 IU
5. How many years of reievant job exper|ence Mean:  1.86 o
years I 72

Goes the typlcal new employee have?
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Q

ERIC

Aruitoxt provided by Eic:

6. Has the typlcal new smployes In this 8) ¢ 317 It yes ﬂmto Now much 7ralnlng. 13
Jjob recelved tralning trom 2 school 1) Yii;;i_FTE months N
or 8 previous employer? &) No 44 45

b) P?’Fli@i,”'%" I ii ho- much? 46
224 1) Yes—-> .
120 2) wo &7 48

7, How many of the skilis iearned by new_empioyees 114 1) AVi_ 95-100% _

in this job are useful outside of vour company? 238 2) Most 61-94% r{]
Z99_3) Halt 40-608
4) Some _6-39%
S) Minimsl 0-5%

8., Focusing on the skillis usetul cutside 33 1) tess than S —
your company, how mahy other companies In the 23 5=15 50
local _lsbor market have jobs that require these 198 3) 16-100
skills? 4) Over 100

9. 1t It were purchased todsy what wouid be the 88 1) Under $2,000 _.
cost ot the most expensive machins peopls i T38—2) $ 2-% 10,000 L1
entry-level jobs, |ike the ones descr|bed, I70 31 $10-5 50,000
work on or witht y _4) $50-3200,000

3 5) $200,000 up

10, How many weeks does the probationary period 106 1) No probation __ __

for these johs |ast? - - - - ~ 8ry perlod 52 53
Cdﬁditibﬁél Median: —12- 2) Weeks

11 (After the probationary period |Is over.) How 22 1) A great desl —
MUCh JOCUMeNtation or péperwork i$ required to ﬁzi Some T
tire an empioyee? 3) A littie

4) No paperwork

12, 1t your company were to temporarily layoff one- 109 1) Solely senlority __

third of Its entry-ievel employess for & perlod J0B_ 2) Malnly senlority 3]
Of three months what would be the basls for 131 37 Mainiy productivity
selecting which empioyees would be |ald off? f 4) Solsly productivity

3) Halt senlority,
halt prodoctiviry

- Median

13, Let us Imagine your firm Kired & group Dlschargod or Induced to quit S e __|56~58)
of new emplioyees_between the ages 16 Yolunterily resigned ]B . _,_,_,___:_77(59-6!)
to 25 In this job exactly two yesrs &go, Currentiy on lay ott ns* o TT(62-64)
what percent of these woi'd you Imagine Stiil employed at the firm ﬁ . (65—67)
would now bw in each of the following Total
states?

14, Of those stiil at _the firm whet percent Percent of those stil( at the R _
would have _recelived a prmﬂbﬁ (6.9., firm that would be promoted 43-6—‘ :::‘“:705
has been given noticesbiy upgraded job
responsibilities Invoiving & higher rate
5F pay) before two yesrs are up?

0 _4_
'
* 07' 3§2

Conditional Median;

15 %

]
1
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v. Firm's Experience with Young Empioyees
OF YOUR CURRENT EMPLOYEES AGE 25 AND UNDER WHO WERE HIRED IN THE LAST TWO YEARS, PLEASE SELECT
TwO: ONE wHO HAS BEEN PROMOTED AND ONE WHO HAS NOT BEEN PROMOTED, {IF _MORE THAN ONE PERSON .
FITS A PARTICULAR CATEGORY, SELECT TWE PERSON wHO WAS HIRED CLOSEST TJ EXACTLY 1B MONTHS AGO,)

~ NOT PROMOTED  PROWOTED
1. Employes's age 1041) Less then 20 401) Less than 20 [
T012) 20-21 —B32) 20~2t -% ~ 7
2305 22 + 3093y 22 +
2, Se 2161) M 2121w e —
S Ji62) F 2182 i
S, Race/Ethnicity 531) Black 591) Black ———
2) Hispanic —512) Mispanlc N B L

23) white/Other
4, Education _621) Less than high school 19 1) Less 7han nigh school o —

Z622) Hign school graduste Z%422) High school graduate i
~793) Some coliege/training X263 Some collegertralining
—284) Collage gomd _454%) Coliege grad

5. Did employee have 1481) Yes 1) Yas o
) 1o 7 S |

rslevant voc, e, or ZBL42) No 2) No
—————— — r——— ——
ws jor program In
nigh school? - R
6, High school grade 18 1) A 66 21 8 31 alos s I
point average FEnNCcIF o Zgnc_ 7400 5 17
IR 2 N SR F_

7. Rejevant woc; training 110 1) ves 1811) ves o

or cotlege course work  J[& 2) N 2502) %o IR

8; Post high school 11 1)) HE:] 181y A 59208 —
4) D 4) 0 20 4|

9. Did smployee have 321 n
any _parr-time of
titi-time job exper-
lence prior to hire?

10, How many years of

108 1
ralevant part-time
or tull=time_job
expor lence prior
S0
A2
3

) Less than |

F SRV SRy
- |
— ,
J
~N
Aol
A
~
[
1]
L5 ]
|
I
|
I

l\%

I

~
L |

-

x

®

3

~N

} More than 2
to hire?

i1, Did empioyes raceive O 1) Recolved more _351) Received more P —
more training than % 21 About the same 521 About _the same T
average empioyes In ) 3) Race!ved less 53) Recelived less

this position,

12, Dig tirm receive ; 1y Tes 101 Y&s
2~ ﬁ%z» No a2
s)

subsidy for hiring £) No_ .
individaal? ) Don't kfdw 3) Don"? know

15, When was indlvidua!l i e / ————
hired? month yesr month year ).5] 14! 37 33

15; What productivity 75 c
score (0 to 100) (46-48
would you give em T T TTTT(49-91

ployee nowl
0 5
- '
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Vi, Firs's Experience wlth Young Empioyees Who Have Separated tr

O TrE EMPLOYEES AGE 25 OR UNDER WO WERE MIRED IN THE LAST TWO YEARS BUT WO ARE NOT CURRENT-
LY WORKING FOR YOUR ESTABLISHMENT, PLEASE SELECT THREE:. SOMEONE wWO_RESIGNED VOLUNTARILY,
SORESRE LAID OFF A NOT REHIRED, AMD SOMINME DISCHADCER 0R INDUCED TD RESIGN (IF MORE THAN ONE

PERSON FITS A PARTICULAR CATEGORY PLEASE SELECT THE PERSON wHO WwAS HIRED CLOSESY TO EXACTLY 18
MONTHS AGD. IT DOES NOT MATTER WHETHER THE PERSON LEFT SHORTLY AFTER BEING HIRED OR ONLY AFTER
BE ING THERE FOR A_MOST A YEAR.) e , -
VOLUNTARY _ LAY DISCHARGE OR
o L _ RESIGNATION CFF o . INOUCED QUIT o
1. Empioyes's sge 53 1) Less Than ) Lesy than 20 60 1) Less than 20 _________(6-8)
g3 2) 20-21 -
322 +
2, Sex 198 1) u
EarF
5. Roce/Ethalcity 43 1) Black
2) Hispanic
3) unite/Other
; Education 4B 1) Less then
___ __ nligh school
222 2) Hign school
. __graduste _ grad 3
A1 3) Some college/ Soms cof lege/
training

- _ treining
33 1) Coilege grad Coliegs grad
5. Did emgloyes have 158 1) ves BG_ 1) Yes
relevant voc, ed, or 2) No fy 2) NO
™8 jor program In
Righ school? B
6. Hign_school grede 18- VW A_£52) 8
point average NC_104¢
o S)E
230 6)

&H
w

[
(V)]
w

- MRN = A e N

) Black
Hispanic 32 2) Rispsaic
WhiteDther 2%7 3) WniteOtner o
) Less than _ 59 1) Less th-a ___us=n7
high schoal _ :

—

Bris
K FERRE

"
o

~N

~

X

S

w

g

) High school
gragusts

|
8
H
e

BB

N
N o=
- | -
-
[
w

PERE FER I

(SR JIVRV )

F

el ]
Lk
YN
C -

om!

Pl B
5

N = O N -

g
3
]
g. ‘
g‘\
g

7. Relevant voc. *rain- 113 1) ves 58 1) Yes ves (-2
ing or college course 257 2) No 1 mo No -

wOrk o
8. Post_high school —ZNR
point average 21 3 C

b PP
i

|

I

|

v J

A

hag]

|

|
OF AR S s
>
-
-
”~
i\
N

- et e

9. Did empioyee have 303 1) ves
#%y part-time or 73 2) N
tuli-time job exper-
lence prior to hire?
10, How many years ct 74 1) wone
relevant part-time 2; Less than |
or tull-time job 135-3y1-2
exper lence prior 4) mors thea 2
to hire?
11; Bld employee receive {) Recelved more ) b} _
wmore training than 3 2) About the 204 2) Abwt the 2
sverage empioyee In same __ same_ = o
this position, _1 3) Recelved less 11 _3) Recelved less L0 3) Recelved less
12, Dig tire recelve a 9 1) Yes 5 1) Yes -1} Yes e (394

o e

B FBRE KR
:

[ LTI - JIV RV IP

53¢

1.2
More than 2

Wl e
-
EN-81

L
-
4
-
| -
[

RN -
o ARIRY wa
-l e |

) Recelved more I
About the (36-38

1) Recelved mOre

¥R FERE PE bR

subsidy for hiring 369 2) No 233 2) No 3122 ke —_—

inalvidoat? " 33) 0on'f know 3 3) Don't haow  _§ 3) Don't know T

15, Months at tlrm ... — 12 =12 -
Median: months wonths #onths W T

befcre separation

4, Wourly sage at i 5.3 . o B

Separation _&IJZR'— "&!-sﬂa: 3% .sJﬁB:

15, Productivity score N L B 50
W0 wewks prior 10 —eo e —sr i —rEtsT—

separation

IC 49 57




Vil, Cosments

1. Based upon your _experience with young people, In which of the following sress of educe-
tional preparatioa are your applicaats typlcally well-prepsred and aot well-prepared?
_. Weli-Prepared _ ot Wyli-Prepared _
Otsrk sl thst spply) OMark sil that sppiy)

¥ 8} Sclence 220

&S6—

c) English-Yerbal Ablilty 348

@) Mathemstics s

o) Business Preparation . 223
(Bookkaeping, typlng, etc,)

g
:
%

E

:
14444

t) Diseributive or Marketlng 37—
Yoc; Ed,

E ok B
|

@) Industrial voc: ed. 42
Olschine. trades, .
woodeorking, auto

q

mschanics; stc,)

h) Other: 42

3

lw

2, Do you have any general comments about your experiences hiring youth for eatry=-level jobs?!
Do you Nave any opinions about what sklils and competencies schools should be teaching 0 6
youth? Other comments which you think might Se relevant tor our study.

i
g
o
QU



The Ohio Stats Uriversity
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